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IT Governance is becoming more important for business processes in organizations. Persons and 
culture are important factors in an organization and the way IT Governance is adopted and behaves 
(Aasi, Rusu, & Shengnan, 2014). There are a lot of different organization cultures, the upcoming 
Anglo-Saxon and the existing Rhenish are examples of them. This study compares the influence of 
the cultural critical differences between the Anglo-Saxon and Rhenish social economic model related 
organizations on the IT Governance maturity within those organizations. Therefore within three 
organizations managers from the IT and HR departments are interviewed. Together with the existing 
documents within the organizations there arises information available for conclusions and further 
research. For the IT Governance maturity, the assessment from Weill and Ross is used. The results 
will be compared with the key cultural aspects getting from the Organizational Culture Assessment 
Instrument (OCAI) assessment from Cameron and Quinn in combination with investigated cultural 
key differences between Anglo-Saxon and Rhenish social economic model from prior literature 
study. The results show that cultural vital differences influence IT Governance performance within a 
particular organization.  
 
Key concepts 
Cultural influence, IT Governance maturity/performance, Influence culture on IT Governance, Anglo-
Saxon and Rhenish organization culture, IT Governance within Anglo-Saxon and Rhenish 
organizations. 
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Summary 
 
IT Governance is more and more integrated in business processes in organizations. Persons and 
culture are the most important factor in organizations and the way IT Governance is adopted and 
behaves (Aasi et al., 2014). This study aims the comparison of the cultural influence on the IT 
Governance maturity between Anglo-Saxon and Rhenish oriented organizations. Investigating all 
existing organizational cultures is too complex in this study, so two known cultures that differs in 
many aspect form each other a chosen. Considering the importance of both aspects and the lack of 
research in this specific area, this study seeks an answer to the question: How influences the key 
cultural differences between Anglo-Saxon and Rhenish oriented organizations the IT Governance 
maturity within those organizations? 
 
Using literature existing studies are compared regarding cultural influence on the IT Governance 
maturity between Anglo-Saxon and Rhenish oriented organizations. In total 150 scientific references 
are collected and studied. The outcome of this literature research is a set of the critical 
organizational culture characteristics of the Anglo-Saxon and Rhenish social economic model and the 
differences between them. As well relevant methods that are available to assess the IT Governance 
performance within an organization. Last but not least, there is a lack of culture and IT Governance 
literature within Rhenish and Anglo-Saxon oriented organizations. 
 
This literature research is the starting point for empirical research. In order to answer the research 
question, three organizations are investigated. Within semi-structured interviews 4 respondents 
origination from three different organizations, the organizational culture and IT Governance 
performance from those organizations are established. All of the respondents have indicated the 
existing culture within their organization has a significant influence on IT Governance performance.  
 
The results of this research show that the critical cultural differences between Anglo-Saxon and 
Rhenish organizations influence IT Governance performance. The Anglo-Saxon related organization 
IT Governance performance is 72 out of 100. The first Rhenish related organizations IT Governance 
performance shows 42,6 and the second Rhenish related organization shows 60 out of 100. The 
fundamental cultural differences between Anglo-Saxon and Rhenish organizations: work motivation, 
trust, work productivity, and leadership are of influence on those IT Governance performance 
values. Achieving high score meant that the IT Governance was successful influencing the 
organization. Less Hierarchy and more Market driven cultural aspects affecting a high IT Governance 
performance. 
 
What needs to be noticed is that not all key cultural aspects that theoretical belongs to an Anglo-
Saxon or Rhenish organization also is present at the investigated organizations. Each separate key 
cultural aspect influences the IT Governance performance within an organization.  If looked at Anglo-
Saxon related organizations within this research, the IT Governance maturity score is higher than the 
average score defined within the IT Governance quick performance assessment defined by Weill and 
Ross. Contrary to this fact Rhenish cultural aspects -that are for 50 percent present within the other 
investigated organizations- the IT Governance maturity is below this average score. 
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1. Introduction 
 
1.1. Introduction 
 
IT Governance is implemented within many organizations today. It takes cares of the right decisions 
and responsibilities to realize the desirable IT environment to bring value to the business. IT 
Governance is taking place within the whole organization and it is influenced by the environment it 
takes place in. Culture is one of the environmental factors that are present at the members of an 
organization. Cultural differences are one of the reasons that IT Governance performance has many 
levels. IT Governance maturity has been intensively studied in Information Systems research 
(Kayworth, 2006). There is a lack of research focusing on cultural roles within IT Governance 
performance. According to Cameron and Quin (Cameron & Quinn, 2006) the most successful 
organizations such as Intel, Coca-Cola, Disney, McDonalds, and Microsoft have a clear culture. So 
culture is essential and can play a role in IT Governance performance. The term “culture” refers 
broadly to a relatively stable set of beliefs, values, and behaviors commonly held by a society (Lim, 
1995).  
 
1.2. Context 
In this paragraph, relevant context information is summed that is useful for the subjects IT 
Governance Maturity, Organizational Culture and Social economic models. 
 
1.2.1. IT Governance Maturity 
 
There are numerous definitions of IT Governance defined within many studies. The definition of IT 
Governance according to de Haes and Grembergen:  
‘’IT governance is the responsibility of the Board of Directors and executive management. It is an 
integral part of enterprise governance and consists of the leadership and organizational structures 
and processes that ensure that the organization’s IT sustains and extends the organization’s strategy 
and objectives. IT governance is the organizational capacity exercised by the Board, executive 
management and IT management to control the formulation and implementation of IT strategy and 
in this way ensure the fusion of business and IT’’ (Steven De Haes and Wim Van Grembergen, 2004) 
The common named values within the founded definitions of IT Governance:” IT Governance 
consists of the leadership and organizational structures and processes that ensure that the 
organization’s IT sustains and extends the organization’s strategy and objectives” (De Haes & Van 
Grembergen, 2009). The common theme in the definitions of IT Governance is that effective IT 
governance assures investments in IT generate business value and mitigates risks associated with IT 
implementations (Grembergen et al., 2004).  
Accordingly, many papers view IT Governance as the IT-related decision-making structure and 
methodologies implemented to plan, organize, and control IT activities (Bowen, Cheung, & Rohde, 
2007) The maturity of IT Governance within an organization can be set via an existing maturity 
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models values. It shows how IT Governance performs and how mature it is within that specific 
organization. Various existing models can be used to assess the IT governance maturity within an 
organization; the results section gives an overview of three of them. 
1.2.2. Organization Culture 
 
What is the definition of culture? There are many scholarly definitions of organizational culture, e.g.:  
 
Hofstede: “A collective programming of the mind which distinguishes one group from 
another”(Hofstede, 2011).  
 
Brown: “Organizational culture refers to the pattern of beliefs, values and learned ways of coping 
with experience that have developed during the course of an organization’s history, and which tend 
to be manifested in its material arrangements and in the behaviors of its members.”(Brown, 1998). 
 
 Schein: “A pattern of shared basic assumptions that a group learns as it solves its problems of 
external adaptation and internal integration, that has worked well enough to be considered valid 
and, therefore, to be taught to new members as the correct way to perceive, think and feel in relation 
to those problems.” (Schein, 2004) 
 
Hasanlu: “Organizational culture is the dominant pattern of behavior between people in an 
organization that is emerged based on the values, beliefs and habits of people and is supported by a 
majority of people and is influenced by factors such as monitoring, control, communication, 
cooperation, conflict, cooperation, respect for social values and so on’’(Taheri, Monshizadeh, & 
Ebrahimi Kordiani, 2015) 
 
The definition of organizational culture, adopted from the numerous existing ones within the 
literature: ‘’culture is gained knowledge, explanations, values, beliefs, communication and behaviors 
of large group of people, at the same time and same place’’(Fakhar Shahzad, 2012). 
 
Culture, in general, can be viewed from different perspectives and in different dimensions like 
organizational, national, occupational for example (Hofstede, 2001). Van Muijen defines culture as: 
‘’A set of core values, behavioral norms, artifacts and behavioral patterns which govern the way 
people in an Organization interact with each other and invest energy in their jobs and in the 
Organization at large’’ (Jaap J. van Muijen et al., 1999). The culture of an organization is critical, the 
research literature indicated that the most effective organizations have the most strong and clear 
culture (Schein, 1990). One important indicator of how well an organization deals with its 
environment is its level of effectiveness. Organizational effectiveness requires that the organization 
do a good job of procuring resources, managing them properly, achieving its goals, and satisfying its 
constituencies. Because of the complexities associated with meeting these requirements, however, 
experts may disagree as to the effectiveness of any given organization at any given point in time.  
According to Schein: ‘’Culture is also an important factor to reach higher innovation or become more 
flexible in response to the changes in the business’’. Furthermore, Leidner and Keyworth (Kayworth, 
2006) claim that culture in all levels (Examples of such levels are; national level (according to one’s 
country), regional/ethic/religious/linguistic level (because some Countries comprise of different 
cultural regions/ethnic/religious/language groups), gender level (sex of the person), generation 
level, social class level (has to do with an individual’s occupation or educational opportunities) and 
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organizational level) can influence the people and the organizations, and can play a role in sharing 
information, communication and sharing the experience to prevent repeating the fatal mistakes.  
There is a relationship between organizational cultures an organizational success. 
1.2.3. Social Economic Models 
 
The government, the market and norms, and values are the three pillars of a social economic model 
(Albert, 1993). There are a number of existing social economic models within Western Europe: 
Anglo-Saxon, Rhenish, and Scandinavian. Also, upcoming social economic models are Japanese, 
Chinese and Singapore. This study only focusses on the Anglo-Saxon and Rhenish model. The 
Rhenish model (so‐called because Germany and France, two of its practitioners, lie on either side of 
the Rhine) and the Anglo‐Saxon or Anglo‐American model (mostly associated with the U.S. and the 
U.K.). The Rhenish model is characterized by the sharing information and building consensus among 
stakeholders, then taking coordinated action in pursuit of long‐term economic and social goals. The 
Anglo‐Saxon model is characterized by individuals and organizations pursuing their interests, ideally 
with minimal government interference (Manow, 2003). Literature study (Bakker, Evers, Hovens, 
Snelder, & Weggeman, 2005) shows an overview of similarities and differences between the models. 
Briefly, the differences are: Within the Anglo-Saxon model profit overrules all social and 
environmental interests. The Rhenish model still has a social quality and social nets, so workers are 
not reduced to cost factors. The differences between these models are also culture related and are 
influencing the corporate governance and IT governance of an organization. Also, different national 
and organizational cultures is a fact that consist of those economic models. The table below shows 
an overview of the differences between the Anglo-Saxon and Rhenish social economic model from 
organization an society perspective (Bakker et al., 2005). 
 Aspect Anglo-Saxon Rhenish 
O
rg
an
iz
at
io
n
 
Target 
 
Short-term profit: 
– ‘shareholder value’ 
– money is power 
– ‘may the best man win’ 
– ‘win – lose’ 
– ‘you are for us or against us’ 
Continuity and trust: 
– satisfied customers 
– satisfied employees 
– satisfied shareholders 
– win – win 
– nuance 
Dominant thinking Financial thinking Industrial thinking 
Performance guidance Next Quarter Continuity 
Takeover/Merger Power to the capital Anti-take over 
Organization 
 
Supporting, 
‘Money making machine’ 
Employee ship, 
‘Necessary’ for achieving 
complex products 
Central money, power, and heroism Professional expertise 
Manager An MBA, to be competent Inspiratory  
Professional expertise 
 
responsibility employee responsibility employee 
moreover, organization 
Focus Usefulness Dignity 
Motivation Extrinsically (money, 
‘incentives’) 
Intrinsically (work) 
Humanity Mechanistic Humanistic 
Reward depends on Productivity Position 
Labor Are costs Has a social component 
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Employees 
 
Input Embodiment of the 
organization 
Financing Traded publicity Banks and Family 
So
ci
et
y 
Organizations Mostly traded publicity Diversity in business 
models 
National Minimum state interference; 
market rules (= ‘The 
Invisible Hand’) 
Active role government. 
Social consensus between 
employers, 
workers and funders 
Trust on (Military) power (‘hard power’) Economic power (‘soft 
power’) 
Alliance Unilateralism Multilateralism 
Focus Individual Relationships 
‘Leading’ is Individual success: ‘the 
American Dream’ 
Collective power; culture: 
open and ‘feminine’ 
Relation to minorities ‘The winner takes it all’ Minorities also get some 
Bankruptcy Start of a new situation The end 
Coordinated by United States Asia/Europe 
‘Driven by’ ‘Technology (D&E) and market’ ‘Design and science’ 
((R&D(&E)) 
Finance education Government finances Public 
Schools 
Government also finances 
Private Schools 
Coordinated by Rules ‘Shared values’ 
Character Adventurous, exciting and 
passionate 
Careful thought, virtuous, 
boring; all viewed from a 
historical perspective 
Relation organizations Competition Collaboration 
Table 1: An overview of differences between the Anglo-Saxon and Rhenish social economic model (Bakker et 
al., 2005) 
 
1.3. Relevance 
 
Organizational culture is affected by organizational success, an increasing of a thriving organizational 
culture could lead to more organizational success (Taheri et al., 2015). Not only culture is essential 
within an organization, the IT Governance also. These days IT becomes more and more relevant for 
business processes, so IT Governance is becoming an important subject for organizations. IT 
Governance assures investments in IT generate business value and mitigates risks associated with IT 
implementations (Grembergen et al., 2004). Effective IT Governance has a positive impact on the 
business performance of the organization (Lazic, 2011).  
 
Few studies focus on social and cultural aspects of IT management in organizations (Hofstede, 2011). 
In general, the use of IT varies as a result of cultural aspects (Hofstede, 2011). So, culture in different 
dimensions is one of the important factors that can influence IT Governance. The review performed 
by Leidner and Kayworth specifically points to the lack of research on the role of culture in IT 
Governance (Kayworth, 2006). The organization culture and IT Governance have an important role in 
the organization’s performance. The maturity of IT Governance is a way to establish how 
professional an organization treats this subject. Interesting is the question: what can be the impact 
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of different cultures on it? As said before there is a lack of research on how the culture can influence 
IT Governance and particularly the maturity. By exploring the potential influences of organizational 
culture on IT Governance maturity, this research contributes to the contextualization of IT 
Governance maturity and deliver benefits for organizations performance, especially the Anglo-Saxon 
and Rhenish model oriented organizations. Also studying the existing gaps in literature may also 
improve the understanding of IT Governance diffusion for IT vendors and reduce the uncertainty of 
IT Governance context for all stakeholders for the organization. 
 
1.4. Research Question 
 
The research question of this research has been formulated as follows:  
How does organizational culture influence IT Governance maturity within the Anglo-Saxon and 
Rhenish social economic model? 
 
The following sub research questions are formulated to address the above research question: 
1. The extent to which the key organizational culture characteristics of the Anglo-Saxon and 
Rhenish social economic Model are present within the organization? 
2. How mature is IT Governance within the organization? 
3. How to relate the key -Anglo-Saxon and Rhenish- organization cultural characteristics 
obtained from the interviews and their influence on the IT Governance maturity obtained 
from the interviews?  
 
1.5. Research Objective 
 
This research contributes to the existing knowledge in different ways. In the first place, this research 
investigate the influence of the critical organizational culture aspects of the Anglo-Saxon and 
Rhenish social model on IT Governance performance within different organizations. The research 
focuses specifically  on IT Governance performance in Anglo-Saxon and Rhenish organizations a 
subject that has not yet been extensively researched in scientific research. In second place, 
organization cultural impact on IT Governance in general is a underestimated subject for 
organizations, often studies are focused to the IT Governance performance not realizing that the 
critical success factor of adopting IT Governance are the people and the way they are collaborating 
in the organizations (Aasi et al., 2014).  If the influence is known, organizations can use this 
knowledge to improve their IT Governance processes and organizational culture. So this is for both 
perspectives, IT Governance and organizational culture valuable information. In third place the 
contribution to existing studies regarding this subject is also an important objective. There is a lack 
of research for this subject at this moment and further research in response to the results of this 
study can be valuable in the future. In the fourth place this research contributes to knowledge of 
changing of culture in organizations related to IT Governance performance. Anglo-Saxon 
organization culture is popular at these times and it is adopted in a lot of Rhenish oriented 
organizations, that makes an organization culture in a moment of time hybrid. Organizations like 
KPN or NS are examples of them. Also promote this area for future research. 
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2. Literature research 
 
In this section, a summary is given from the literature research that is conducted before this 
empirical study. The purpose of this literature research is to collect, investigate and review existing 
literature and studies regarding the influence of different organizational cultures on IT Governance 
maturity. The research scope is regarding organization culture limited within the Anglo-Saxon- and 
Rhenish social economic models. The complete study is shown in Appendix 1. 
 
2.1. Research method 
In this section, the method is explained how the existing literature is reviewed regarding the 
research questions. Which studies are conducted and useful for answering the research questions? 
Also, this chapter describes the structure of this literature research.  
The defined research question: ‘how organization culture influenced IT Governance maturity related 
to the Anglo-Saxon and Rhenish model?’ must be addressed from existing scientific literature. 
According to Creswell (Creswell, 2003) the process of conducting of the literature review can be 
divided into five phases: 
1) Identify the key terms to use in the research 
2) Locate literature about a topic by consulting several types of material and databases.  
3) Critically evaluate and select the literature for review 
4) Organize the selected literature 
5) Write a literature review that reports summaries of the literature. 
 
2.2. Execution 
The keywords used for searching were organizational culture, Anglo-Saxon- and Rhenish social 
economic models, IT Governance, IT Governance frameworks, IT Governance Maturity, Corporate 
governance, impact of culture on organizational performance/IT Governance Maturity in different 
orderings and combinations (using “AND”), Methods to assess IT Governance Maturity, Methods to 
assess Organizational Culture.  
The first examined sources for articles were the leading journals publication, study’s, books, 
conference papers, and theses. Then different databases were used like Google Scholar, EBSCO, 
Research gate, AIS Electronic Library (AISeL), Academia.edu, JSTOR and OU digital library. To search 
for articles among these are not confined to a specific geographical region and they are not limited 
to a specific sample of study (for instance a specific industry or organization). The common point 
between all of the articles is the existence of the organization culture concept and on the other side, 
they are focused on one or more aspects of IT Governance maturity. The program EndNote is used 
for setting up a personal library from the beginning. The total amount of references downloaded and 
archived within EndNote is approximately 150. Created subgroups for the particular subject makes 
analyzing easier. The used subgroups created within EndNote are IT Governance (47 references), IT 
Governance Maturity (10 references), Organizational Culture (48 references), IT Governance and 
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Organizational Culture (20 references) and Anglo-Saxon and Rhenish social model (10 references). 
Which references are used are named after chapter 4 within the complete study attached at 
Appendix 1. 
 
2.3. Results and conclusion 
 
Within this section, the research question -included sub-questions- of this research is answered. The 
most important conclusions which have emerged from this research are discussed. Also, suggestions 
for further research are presented. 
2.3.1. Conclusion 
 
Research question: How does organizational culture influence IT Governance maturity within the 
Anglo-Saxon and Rhenish social economic model? 
 
The first sub-question ‘What are the key organizational culture characteristics of the Anglo-Saxon 
and Rhenish social economic Model and how to measure those? ’ Can be answered below: 
 
The key organizational culture characteristics of the Anglo-Saxon and Rhenish social economic model 
are the way of interpreting and conducting off the subjects work motivation, trust, work 
productivity, and leadership. The results section of chapter 3.2 together chapter 1.2.3 (within 
Appendix 1) with gives a detailed overview of those. The Questionnaire based on the competing 
values framework (Cameron & Quinn, 2006) together with the named key organizational culture 
characteristics of the Anglo-Saxon and Rhenish social economic model are the input for personal 
interviews within each organization. The named questionnaire method is a simple to use survey that 
assumes that this framework suffices to assess the culture of an organization. This method is 
controlled by the two polarities ‘flexibility versus stability’ and an ‘internal versus external’ focus, 
that has similarities with the existing characteristics of the Anglo-Saxon and Rhenish culture, it is 
useful to assess Anglo-Saxon and Rhenish culture aspects. See Appendix 2 for a brief description of 
this method. What are the key differences in general between Anglo-Saxon and Rhenish social 
economic model? The Anglo-Saxon social economic model can be described as shareholder oriented 
organizations and Rhenish social economic model as all stakeholder oriented organizations. See 
Appendix 1 for a complete overview of the differences between them. The most researches 
regarding organization culture and IT Governance are conducted at Anglo-Saxon social economic 
model related organizations. There is a lack of culture and IT Governance literature within Rhenish 
oriented organizations. According to numerous studies, we can conclude that national and 
organizational culture has a significant impact on IT Governance within an organization. According to 
Parisa Aasi et al. ’The results have explicitly demonstrated that culture has various impacts on IT 
governance’ (Aasi et al., 2014). See Appendix 6 for a table that presents the summary of reviewed 
articles by Aasi et al. and the points showing the influence of culture on IT governance structures, 
processes, and mechanisms. 
The second-sub question ‘Through which methods IT Governance maturity can be used to assessed?’ 
can be answered with the method: IT Governance performance based on scores of a self-assessment 
(Weill & Ross, 2004). This method is simple to use based on a self-assessment. This assessment 
together with personal interviews shows the maturity of IT governance of the organization.  
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The third sub-question: ‘Are there studies that can be used to show the differences and the possible 
relationship between the Anglo-Saxon and Rhenish Model organizational culture and their influence 
on IT Governance maturity?’ Can be explained as follows: The results have explicitly demonstrated 
that culture has various impacts on IT Governance. The cultural issues such as employees timing 
accuracy, loyalty, change environment turned to be influential on the IT Governance components 
including resistance, individualism and friendly structures, processes and relational mechanisms. 
However, there is no literal study that can be used to define the impact of organization culture and 
IT Governance Maturity within the Anglo-Saxon and Rhenish social-economic model. There is a lack 
of cultural influence on IT Governance studies at all. Meanwhile, culture has a significant impact on 
IT Governance as shown in this research. Also, Zhong et al. concluded that ‘IT Governance is a 
culture-free concept’ which shows the missing investigation on cultural influence in IT governance 
studies (Zhong, 2012) (Aasi et al., 2014).  
 
2.3.2. Future Research 
Finding the gaps in the area and introducing the future research are the most significant results of 
this literature study. The intent in this literature review is to reveal the impact from organization 
culture on the IT Governance maturity within the Anglo-Saxon and Rhenish model; these focus areas 
have gained less attention by researchers; therefore a future study can investigate on this focus 
areas and examine the cultural impact on each of them. After this literature research, an empirical 
study shall be conducted to present the influence of the key organizational culture aspects from the 
Anglo-Saxon and Rhenish social model on IT Governance Maturity within two organizations. This 
shall be done by first measuring the different critical organizational culture characteristics of an 
Anglo-Saxon and Rhenish oriented organization according to Questionnaire based on the competing 
values framework (Cameron & Quinn, 2006) merged with the theoretical established differences. 
Within personal interviews, this information shall be collected. After this exercise, the IT Governance 
maturity from the same Anglo-Saxon and Rhenish oriented organizations shall be assessed according 
to IT Governance performance based on scores of a self-assessment (Weill & Ross, 2004). Within a 
personal interview, the IT Governance maturity assessment and additional questions will be 
answered the maturity level of IT Governance of the organization. With the results of the key culture 
characteristics differences between the two social economic models within the assessed 
organization and IT Governance maturity/performance of an Anglo-Saxon and Rhenish oriented 
organization an comparison arises of the organizational culture impact on IT Governance maturity. 
With this data, there arises an overview of the cultural influence on IT Governance maturity within 
Anglo-Saxon and Rhenish oriented organizations which are part of the assessment. 
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3. Research methodology 
 
This chapter describes how the design of this study is determined. Definitions in this study are linked 
to methods and techniques. The first paragraph describes the philosophy, the second paragraph the 
strategy and data collection and analysis are treated in the last two paragraphs.  The research onion 
(Mark Saunders & Thornhill, 2009) is used as model to develop a methodology for this study. 
 
 
Picture 1: Research Onion (Mark Saunders & Thornhill, 2009) 
 
3.1. Research philosophy and approaches 
 
As it is illustrated in figure above, the identification of the research philosophy is positioned at the 
outer layer of the ‘research onion, accordingly it is the first  topic to be clarified in this research 
methodology chapter. A research philosophy refers to the set of beliefs concerning the nature of the 
reality being investigated. The assumptions created by a research philosophy provide the 
justification for how the research will be conducted. Two main ontological frameworks can inform 
the research process: positivism and constructionism. Positivism assumes that reality exists 
independently of the thing being studied. In practice this means that the meaning of phenomena is 
consistent between subjects.  Conversely, constructionism suggests that the inherent meaning of 
social phenomena is created by each observer or group.  
This study is based on realism. Realism research philosophy relies on the idea of independence of 
reality from the human mind. This philosophy is based on the assumption of a scientific approach to 
the development of knowledge.  Realism can be divided into two groups: direct and critical. Direct 
realism, can be described as “What you see is what you get” and Critical realism as ‘’humans do 
10 
 
experience the sensations and images of the real world’’. Critical realism is the chosen group for this 
study. Organizational culture and IT Governance performance are known subjects to measure, there 
are many tools available for this. Also there are many studies available for each subject. The relation 
between this two subjects is not investigated often. Organizations consist of humans and culture 
arises between those subjects. The truth regarding impact of culture on a subject like IT governance 
performance is independent from human brain. The observing’s are not what it looks like. Humans 
are part of the creation of organizations and culture, that makes it difficult to objectively determine 
the impact of this subject on IT governance performance. 
There are two types of approaches outlines in this paragraph, deductive and inductive approach.  
The deductive approach develops hypotheses upon a pre-existing theory and then formulates the 
research approach to test. The inductive approach is characterized as a move from the specific to 
the general. The observations are the starting point for the researcher, and patterns are looked for 
in the data. The combination of those two approaches in a study is possible, results from inductive 
approach can be tested via deductive approach. This study uses a inductive approach, the impact of 
organizational culture on IT governance performance is not a known subject that shows causality. 
3.2. Research strategy and methodological choices 
 
This paragraph describes the method that is used for this research. There are multiple methods of 
research available, each with their own characteristics. Qualitative- (complete, detailed description 
of the research topic) or quantitative (focuses more on counting and classifying features and 
constructing statistical models) research are examples of them. Ethics, time and budget are major 
factors for choosing a method. Robson defines case study as ‘a strategy for doing research which 
involves an empirical investigation of a particular contemporary phenomenon within its real-life 
context using multiple sources of evidence’ (Sarma, 2012). The case study strategy also has 
considerable ability to generate answers to the question ‘why?’ as well as the ‘what?’ and ‘how?’ 
questions, although ‘what?’ and ‘how?’ questions tend to be more the concern of the survey 
strategy.  
For this reason, the case study strategy is most often used in explanatory and exploratory research 
(Mark Saunders & Thornhill, 2009). The data collection techniques employed may be varied and are 
likely to be used in combination. They may include, for example, interviews, observation, 
documentary analysis, and questionnaires. (Yin, 2003) distinguishes between four case study 
strategies based on two discrete dimensions: 
 Single case v. multiple cases; 
 Holistic case v. embedded case. 
 
A single case is often used where it represents a critical case or, alternatively, an extreme or unique 
case. A case study strategy can also incorporate multiple cases, that is, more than one case. 
 
This research is conducted via multiple case research method. Benefits of a multiple case study are 
that it makes it able to analyze the data within each situation and across different situations. This 
research studies multiple cases to understand the similarities and differences between the cases and 
therefore it can provide the literature with important influences from its differences and similarities. 
Other benefits are that the evidence generated from a multiple case study is strong and reliable and 
it can clarify if the findings from the results are valuable or not. A strong justification is needed 
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within this research. Therefore the investigation of multiple organizations is needed within this 
research, the IT Governance maturity related to Anglo-Saxon and Rhenish organization culture must 
be investigated between different organizations. The condition of a case is the fact that the 
organization has a Anglo-Saxon or Rhenish reputation. The amount of investigated organizations has 
to be three or more, this depends on the complexity for each organization and available time from 
the respondents of the organization. To invest two organizations is to less to compare, and the 
investigation of four organizations could be too complex in the give time of this study. The strength 
of conclusions from a single case study is not very high on this subject, multiple organizations and 
various persons that are related to this organizations should be interviewed, multiple documents 
should reviewed and processes shall be analyzed, to give enough information that is needed to 
answer the research questions. The respondents to interview can for example be the IT manager, 
this function is responsible for the IT Governance within an organization and the HR manager, often 
knows the culture in an organization. The documents to analyzed are IT policy- an Governance 
handbooks, HR policy and business processes documentation. Yin’s second dimension, holistic v. 
embedded, refers to the unit of analysis. Within this research the embedded dimension is chosen, 
more processes (IT and HR for example) of different organizations multiple are included. Holistic 
means that the organization is treated as a whole conversely compared to embed. 
 
3.3. Data collection and analysis 
 
The type of data collected can be separated into two types: primary and secondary.  Primary data is 
that which is derived from first-hand sources. This can be historical first-hand sources, or the data 
derived from the respondents in survey or interview data. Secondary data is that which is derived 
from the work or opinions of other researchers.  
Primary data in this study is collected via personal contact with the management of the organization. 
The purpose of this study is explained and a copy of the literature and this study is given as review. 
The person’s that are responsible for IT Governance and HR are interviewed. The operational 
director is asked for permission to conduct this study in the organization. The interviews are semi 
structured, this first part is based on an existing method to determine organization culture aspects 
and IT governance performance, the second part are open question developed by the researcher. 
The interviews appears in Appendix 3-5. The respondents has approved and sometimes adjusted the 
conducted interview after receiving a note of it afterwards.  
Secondary data in this study is collected via the conducted literature study on the one hand, on the 
other hand documents an procedures in each organization are collected meanwhile the empirical 
study. 
Data collected is analyzed and compared with each other. Interviews are recorded an worked out 
after the interview with the recorded session information. The results are matched with theoretical 
scores available from the existing models for IT governance performance and organizational culture 
collected from literature research. 
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4. Research execution 
 
Based on the result from the literature study, this chapter explained how the empirical research shall 
be conducted. As explained within the research strategy chapter a multiple embedded case study is 
chosen as the research method. Organizational culture is often unclear for people, definitely if 
people are part of it. With obtained existing research methods and additional input, it becomes 
clear.  
 
4.1. Semi-structured Interviews 
 
In this paragraph the method is explained how the empirical research shall be executed, also the 
pros and cons are discussed of the chosen method. 
The influence of organization culture on IT Governance shall be investigated in three different cases. 
Each case consist of an organization with either a Anglo-Saxon reputation or either a Rhenish 
reputation. Multiple organizations are needed in a multiple case study explained in the previous 
chapter. The pros and cons of a multiple case study versus a single case study are also explained in 
previous chapter. With organization culture is mentioned the key cultural differences between the 
Anglo-Saxon and Rhenish social-economic model. Within each investigated organization the 
employee that is (or has an) responsible (area within) for IT Governance shall be interviewed to give 
a complete overview of how mature IT Governance is at that specific organization. Also within each 
organization, the employee that is (or has an) responsible (area within) for HR shall be interviewed 
to give a complete overview of the existing organizational culture and how it is related to the key 
cultural differences between the Anglo-Saxon and Rhenish social-economic model. The interviews 
are semi-structured, there is a part based on existing research and there is a part of new questions.  
For IT Governance Maturity the assessment ‘’IT Governance performance based on scores of a self-
assessment’’ developed by Weill and Ross is used (Weill & Ross, 2004). IT Governance is the process 
by which organizations align IT actions with their performance goals and assign accountability for 
those actions and their outcomes. To be effective, IT Governance must be actively designed, not the 
result of isolated mechanisms (e.g. steering committee, the office of IT architecture, service level 
agreements) implemented at different times to address the challenge of the moment. Based on the 
best practices of 300 organizations in 23 countries this assessment offers a one-page framework to 
help organizations design and communicate IT Governance. 
For organization culture characteristics associated to key cultural differences between the Anglo-
Saxon and Rhenish social economic model is the Questionnaire based on the competing values 
framework theory developed by Cameron and Quin (Cameron & Quinn, 2006) used. Much research 
went into the development of the OCAI. The American professor Robert Quinn and his colleague Kim 
Cameron developed the model of the Competing Values Framework. This framework consists of four 
Competing Values that correspond to four types of organizational culture. 
Every organization has its own mix of these four types of organizational culture. This mix is found by 
the completion of a short questionnaire. This questionnaire is a valid method to indicate handles for 
change. The OCAI is currently used by 10,000 organizations worldwide. 
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4.2. Processing data and information 
 
First, the managing board each organization is asked for permission to collect all data and execute 
this research. The semi-structured interviews generating data that gives us the needed information 
how different organizations are meet the culture key aspects and IT Governance performance 
obtained from the literature. The structured interviews are the same within each different 
organization, also the open questions. That makes the different outcomes easy to compare with 
each other. Each interview is recorded (permission asked each respondent), so no information shall 
be lost and it makes it easy to process. Combined with available documents like handbooks, 
Information/security policies, defined processes, etc. data is collected from each organization. 
Financial data is collected from financial statements that are available. Together with all references 
from the literature research the needed information is present. 
 
4.3. Analyzing data and information 
 
All information shall be analyzed and compared with the relevance of it related to this research.  
Before the personal interview takes place, the assessment and questionnaires are sent by mail to the 
interviewee. The type of interview is personal semi-structured interviews. Semi-structured 
interviews consist of several key questions -in combination with assessments within this case- 
that help to define the areas to be explored, but also allows the interviewer or interviewee to 
diverge in order to pursue an idea or response in more detail. The story behind an interviewee 
experience obtained by personal interview together with the assessment and questionnaires pursue 
in-depth information about this topic within this study for that specific organization. The personal 
interviews are recorded and analyzed/worked out at a later moment. Obtained interview results 
with given answers are provided back to each respondent for feedback. This feedback is processed 
within the next version until the interviewee recognized the given answers and interviewee. This 
makes the interview reliable and complete. The structured part of the personal interview shall be 
compared with the existing obtained literature and used methods. Information getting form 
documents shall be checked if it is still applicable within the organization by asking essential things 
to the respondents. Documents like (IT) Governance handbooks, HR/IT organization policy, IT 
roadmaps, Project management methods are used if available. For BAT the BAT IT Governance 
Handbook is used together with examples of conducted IT Projects documents. Sent Waninge has an 
IT Roadmap that is used. 
 
4.4. Report data and information 
 
The collection of all data is needed to answer the defined research questions. The used methods to 
measure the IT Governance performance and the Key Culture aspects within the organization use 
matrixes, points and graphs to show the results. The Organizational Culture Assessment uses points 
for every chosen answer at the questions, and all collected points give the organization a predefined 
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culture. This shall also be shown within a graph. Predefined key cultural differences between Anglo-
Saxon and Rhenish organization getting from the literature research shall be compared with the 
existing culture of each organization within own words.  
The IT Governance performance also uses points and matrixes that shows us the performance value 
of IT Governance performance value within the organization. Last but not least the open questions 
give the respondent the possibility to answer within own words. This is important for the respondent 
to give additional information that may be of interest for the results. If so, then it shall processed in 
the results chapter and conclusion. All those answers are easy to compare because all interview 
questions are precisely the same. 
 
4.5. Validity, reliability and ethics 
 
In this paragraph the chosen IT Governance- and Organizational culture assessment method is 
validated by applying the assessments to three different organizations. When choosing the self-
assessment survey questions as well as the interview questions, the terms of validity and reliability 
were considered. Reliability is a measure on that the measurement will give the same result on 
repeated trial. If other researchers conduct the same study and using the same research execution, 
would the result be corresponding with the results in this study? The answer on this question is the 
degree of reliability. By using semi-structured interviews as a part of the research method, deep and 
detailed information is acquired and the validity of the interviews increases as the correctness and 
relevance of the data is controlled as it is collected. 
Validity means that the research is measuring what it is supposed to measure. In order for the study 
to be useful, the results should to be able to be used in practice at organizations. Therefore the 
investigation was validated by applying the research to three different organizations. It has been 
chosen to apply the research to financial driven and  decision driven organizations. The first 
characteristics are Anglo-Saxon related and the second Rhenish related. Weill and Ross have already 
applied their IT Governance performance matrix to 250 organizations in various sectors. IT 
Governance assessment method builds on IT governance matrix of Weill and Ross. Therefore it is not 
necessary to again apply the assessment extensively to many organizations. One large Anglo-Saxon 
related organization and two medium Rhenish related organization are selected. The best persons to 
participate in the research and use IT Governance assessment method are IT Managers of 
organizations. For organizational culture assessment method are HR Managers of organizations 
selected. The managers of the organizations filled in the questionnaire of both assessment in a 
personal interview. The results of IT Governance and organizational culture assessment method are 
written in a report and send to managers. The managers are asked to check the report and approve 
it. 
 
The responsible conduct of this scientific research does not harm the interests of the respondent. By 
not violating the privacy of the respondent in the processing of results, this will not be a threshold 
for an in-depth interview (Yin, 2003).Recordings are only intended for the purpose of anonymous 
elaboration. 
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5. Results 
 
This chapter shows the results of the conducted research. The first paragraph explains the context of 
the research organizations. The second paragraph answers the question: The extent to which the key 
organizational culture characteristics of the Anglo-Saxon and Rhenish social economic Model are 
present within the organization? The third paragraph treated the question: How mature is IT 
Governance within the organization? 
5.1. Context research organizations 
 
The context of each of the three investigated organization is explained in this paragraph. This 
contains some general information regarding the organization that is used in this research. 
Organizations evolving continuous and this impact also the existing culture and IT Governance 
values. The first investigated organization is British American Tobacco and the second two 
investigated organizations are part of the same group, the Sent Waninge group. 
 
5.1.1. British American Tobacco 
 
British American Tobacco plc (BAT) is a British multinational tobacco organization headquartered 
in London, United Kingdom. It is one of the world’s five largest tobacco companies. The number of 
employees is 45000, and the organization exists of 200 entities and 20 factories spread around the 
world. Despite the fact that the image of tobacco is deteriorated within large parts of the world, the 
turnover and profit are high. BAT has survived this situation by buying existing other organizations 
and reorganized continuous. A good example is that British American Tobacco - BAT Completes 
Acquisition of Reynolds July 2017. Reynolds products are Camel for example. BAT global drive blends 
are for example PALL Mall, Kent, Samson and Javaanse Jongens.  
 
5.1.2. Sent Waninge Trucks 
 
Sent Waninge Trucks is a Dutch Truck dealer organization headquartered in Hoogeveen, 
Netherlands. The number of employees is 200, and the organization exists of 8 entities located in the 
middle and north of Netherland. Sent Waninge has growth fast the last year, at 2015 it has 
completed the acquisition of the Cosmo group. Sent Waninge is a family organization, at this 
moment the third generation is present within the organization. This has double the Sent Waninge 
organization. Sent Waninge is an organization that sells and maintaining DAF and Ginaf trucks for the 
middle north of the Netherlands. It is an official DAF and FIAT dealer. 
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5.1.3. Sent Waninge Logistics 
 
Sent Waninge Logistics is a Dutch transport organization headquartered in Hoogeveen, Netherlands. 
The number of employees is 300, and the organization exists of 3 entities located in the middle and 
north of Netherland. Sent Waninge is a family organization, at this moment the third generation is 
present within the organization. Sent Waninge logistic organization that contains three separate 
logistics organizations. DGO is a moving company that also provide the parts for all Peugeot and 
Renault dealers within the middle and north Netherlands. Sent Waninge Transport is moving 
packaging solutions, and Transpa is moving floriculture products. 
 
5.2. Organization Culture (research question 1) 
 
In this section, the results of the interviews regarding organization culture of the employees within 
British American Tobacco, Sent Waninge Trucks and Sent Waninge Logistics will be addressed. The 
complete interviews can be found in Appendix 3, 4 and 5. The results of the Organizational Culture 
Assessment Instrument developed by Cameron and Quinn is shown (Cameron & Quinn, 2006). 
Moreover, last but not least Cultural Key differences between Anglo-Saxon- and Rhenish model are 
matched. 
 
The purpose of this assessment is to map the four theoretical key cultural differences between an 
Anglo-Saxon and Rhenish organization to British American Tobacco, Sent Waninge Trucks and Sent 
Waninge Logistics. Also, the existing 6 OCAI questions are included, this is to create a complete 
overview regarding the existing culture of your organization. The result is also shown in a graph. 
After this, the cultural Key differences between Anglo-Saxon- and Rhenish model are compared to 
similarities and differences as compared to British American Tobacco, Sent Waninge Trucks and Sent 
Waninge Logistics within a table.  
 
5.2.1. British American Tobacco 
 
This interview consists of the existing Organizational Culture Assessment Instrument developed by 
Cameron and Quin supplemented with a comparison of the theoretical Cultural Key differences 
between Anglo-Saxon- and Rhenish model to the existing cultural values present within the 
investigated organization. The result of this interview is to what extent this organization to be taught 
to the Anglo-Saxon- or Rhenish model. 
 
Organizational Culture Assessment Instrument (6 questions) 
 
The participant is asked to divide 100 points over four alternatives that correspond to the four 
culture types (Clan, Adhocracy, Hierarchy, and Market) according to the present organization. This 
method measures the mix of or extent to which one of the four culture types dominates the present 
organizational or team culture.  
Participants will judge the six dimensions of their organization:  
 
1. Dominant Characteristics  
2. Organizational Leadership  
3. Management of Employees  
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4. Organizational Glue  
5. Strategic emphases  
6. Criteria of success 
 
1. Dominant Characteristics 
 
   
A The organization is a very personal place. It is like an extended family. People seem to share a lot 
of themselves. 
10 
B The organization is a very dynamic entrepreneurial place. People are willing to stick their necks 
out and take risks. 
10 
C The organization is very results oriented. A major concern is with getting the job done. People 
are very competitive and achievement oriented. 
50 
D The organization is a very controlled and structured place. Formal procedures generally govern 
what people do. 
30 
 Total 100 
 
2. Organizational Leadership 
 
   
A The leadership in the organization is generally considered to exemplify mentoring, facilitating, or 
nurturing. 
5 
B The leadership in the organization is generally considered to exemplify entrepreneurship, 
innovating, or risk taking. 
5 
C The leadership in the organization is generally considered to exemplify a no-nonsense, 
aggressive, results-oriented focus. 
80 
D The leadership in the organization is generally considered to exemplify coordinating, organizing, 
or smooth-running efficiency. 
10 
 Total 100 
 
3. Management of Employees 
 
   
A The management style in the organization is characterized by teamwork, consensus, and 
participation. 
5 
B The management style in the organization is characterized by individual risk-taking, innovation, 
freedom, and uniqueness. 
5 
C The management style in the organization is characterized by hard driving competitiveness, high 
demands, and achievement. 
80 
D The management style in the organization is characterized by security of employment, 
conformity, predictability, and stability in relationships. 
10 
 Total 100 
 
4. Organization Glue 
 
   
A The glue that holds the organization together is loyalty and mutual trust. Commitment to this 
organization runs high. 
5 
B The glue that holds the organization together is commitment to innovation and development. 
There is an emphasis on being on the cutting edge. 
5 
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C The glue that holds the organization together is the emphasis on achievement and goal 
accomplishment. Aggressiveness and winning are common themes. 
70 
D The glue that holds the organization together is formal rules and policies. Maintaining a smooth-
running organization is important. 
20 
 Total 100 
 
5. Strategic Emphases 
 
   
A The organization emphasizes human development. High trust, openness, and participation 
persist. 
5 
B The organization emphasizes acquiring new resources and creating new challenges. Trying new 
things and prospecting for opportunities are valued. 
5 
C The organization emphasizes competitive actions and achievement. Hitting stretch targets and 
winning in the marketplace are dominant. 
80 
D The organization emphasizes permanence and stability. Efficiency, control and smooth 
operations are important. 
10 
 Total 100 
 
6. Criteria of Success 
 
   
A The organization defines success on the basis of the development of human resources, 
teamwork, employee commitment, and concern for people. 
10 
B The organization defines success on the basis of having the most unique or newest products. It  is 
a product leader and innovator. 
10 
C The organization defines success on the basis of winning in the marketplace and outpacing the 
competition. Competitive market leadership is key. 
70 
D The organization defines success on the basis of efficiency. Dependable delivery, smooth 
scheduling and low-cost production are critical. 
10 
 Total 100 
 
The graph below shows the position of BAT within the existing four culture types (Clan, 
Adhocracy, Hierarchy and Market) defined by the OCAI assessment. 
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Picture 2:Graphical results of the OCAI assessment within British American Tobacco 
 
A. Family culture   
B. Adhocracy   
C. Market culture   
D. Hierarchical culture   
  
Cultural Key differences between Anglo-Saxon- and Rhenish model 
 
Key differences Anglo-Saxon model Rhenish model BAT 
similarities/deviations 
Result 
Work motivation The motivation to work is 
mainly: money (more than 
exploiting the professional 
expertise). 
Most important is the quality; 
the motivation is value added 
The motivation to 
work is mainly: money 
(more than exploiting 
the professional 
expertise). 
Anglo Saxon related 
Trust Lack of mutual trust is 
controlled by legal contracts 
(judicialization of business) 
Lack of trust is controlled with 
an excess of rules, guidelines 
and procedures 
(bureaucratization of business) 
Lack of mutual trust is 
controlled by legal 
contracts 
(judicialization of 
business) 
Anglo Saxon related 
Work productivity 
 
Very high, but hardly free time 
and holidays (two weeks) and 
poor unemployed. 
Very high, and many leisure and 
'wealthy' unemployed. 
Very high, but hardly 
free time and holidays 
(two weeks) and poor 
unemployed. 
Anglo Saxon related 
Leadership The manager decided Who’s has the knowledge 
decides 
The manager decided Anglo Saxon related 
Table 2: An overview of key cultural differences between the Anglo-Saxon and Rhenish social economic model 
comparing to British American Tobacco 
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The Table above shows how the existing cultural differences from the theoretical perspective are 
related to the existing cultural values within BAT. We see that Work motivation is fully related to the 
Anglo-Saxon value, that is also the case for Trust, Work productivity and Leadership.  
5.2.2. Sent Waninge Trucks 
 
This interview consists of the existing Organizational Culture Assessment Instrument developed by 
Cameron and Quin supplemented with a comparison of the theoretical Cultural Key differences 
between Anglo-Saxon- and Rhenish model to the existing cultural values present within the 
investigated organization. The result of this interview is to what extent this organization to be taught 
to the Anglo-Saxon- or Rhenish model. 
 
Organizational Culture Assessment Instrument (6 questions) 
 
The participant is asked to divide 100 points over four alternatives that correspond to the four 
culture types (Clan, Adhocracy, Hierarchy, and Market) according to the present organization. This 
method measures the mix of or extent to which one of the four culture types dominates the present 
organizational or team culture.  
Participants will judge the six dimensions of their organization:  
 
1. Dominant Characteristics  
2. Organizational Leadership  
3. Management of Employees  
4. Organizational Glue  
5. Strategic emphases  
6. Criteria of success 
 
 
1. Dominant Characteristics 
 
   
A The organization is a very personal place. It is like an extended family. People seem to share a lot 
of themselves. 
25 
B The organization is a very dynamic entrepreneurial place. People are willing to stick their necks 
out and take risks. 
25 
C The organization is very results oriented. A major concern is with getting the job done. People 
are very competitive and achievement oriented. 
25 
D The organization is a very controlled and structured place. Formal procedures generally govern 
what people do. 
25 
 Total 100 
 
2. Organizational Leadership 
 
   
A The leadership in the organization is generally considered to exemplify mentoring, facilitating, or 
nurturing. 
50 
B The leadership in the organization is generally considered to exemplify entrepreneurship, 
innovating, or risk taking. 
5 
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C The leadership in the organization is generally considered to exemplify a no-nonsense, 
aggressive, results-oriented focus. 
25 
D The leadership in the organization is generally considered to exemplify coordinating, organizing, 
or smooth-running efficiency. 
20 
 Total 100 
 
3. Management of Employees 
 
   
A The management style in the organization is characterized by teamwork, consensus, and 
participation. 
10 
B The management style in the organization is characterized by individual risk-taking, innovation, 
freedom, and uniqueness. 
5 
C The management style in the organization is characterized by hard driving competitiveness, high 
demands, and achievement. 
10 
D The management style in the organization is characterized by security of employment, 
conformity, predictability, and stability in relationships. 
75 
 Total 100 
 
4. Organization Glue 
 
   
A The glue that holds the organization together is loyalty and mutual trust. Commitment to this 
organization runs high. 
70 
B The glue that holds the organization together is commitment to innovation and development. 
There is an emphasis on being on the cutting edge. 
5 
C The glue that holds the organization together is the emphasis on achievement and goal 
accomplishment. Aggressiveness and winning are common themes. 
10 
D The glue that holds the organization together is formal rules and policies. Maintaining a smooth-
running organization is important. 
15 
 Total 100 
 
5. Strategic Emphases 
 
   
A The organization emphasizes human development. High trust, openness, and participation 
persist. 
50 
B The organization emphasizes acquiring new resources and creating new challenges. Trying new 
things and prospecting for opportunities are valued. 
10 
C The organization emphasizes competitive actions and achievement. Hitting stretch targets and 
winning in the marketplace are dominant. 
10 
D The organization emphasizes permanence and stability. Efficiency, control and smooth 
operations are important. 
30 
 Total 100 
 
6. Criteria of Success 
 
   
A The organization defines success on the basis of the development of human resources, 
teamwork, employee commitment, and concern for people. 
30 
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B The organization defines success on the basis of having the most unique or newest products. It is 
a product leader and innovator. 
5 
C The organization defines success on the basis of winning in the marketplace and outpacing the 
competition. Competitive market leadership is key. 
25 
D The organization defines success on the basis of efficiency. Dependable delivery, smooth 
scheduling and low-cost production are critical. 
40 
 Total 100 
 
The graph below shows the position of Sent Waninge Trucks within the existing four culture 
types (Clan, Adhocracy, Hierarchy and Market) defined by the OCAI assessment. 
 
 
Picture 3: Graphical results of the OCAI assessment within Sent Waninge Trucks  
A. Family culture   
B. Adhocracy   
C. Market culture   
D. Hierarchical culture   
 
Cultural Key differences between Anglo-Saxon- and Rhenish model 
 
Key differences Anglo-Saxon model Rhenish model Sent Waninge Trucks 
similarities/deviations 
Results 
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Work motivation The motivation to work is 
mainly: money (more than 
exploiting the professional 
expertise). 
Most important is the quality; 
the motivation is value added 
Most important is the 
quality; the 
motivation is value 
added 
Rhenish related 
Trust Lack of mutual trust is 
controlled by legal contracts 
(judicialization of business) 
Lack of trust is controlled with 
an excess of rules, guidelines 
and procedures 
(bureaucratization of business) 
There is no lack of 
trust 
None of both 
Work productivity 
 
Very high, but hardly free time 
and holidays (two weeks) and 
poor unemployed. 
Very high, and many leisure and 
'wealthy' unemployed. 
Very high, and many 
leisure and 'wealthy' 
unemployed. 
Rhenish related 
Leadership The manager decided Who’s has the knowledge 
decides 
Who’s has the 
knowledge decides 
Rhenish related 
Table 3: An overview of key cultural differences between the Anglo-Saxon and Rhenish social economic model 
comparing to Sent Waninge Trucks 
The Table above shows how the existing cultural differences from the theoretical perspective are 
related to the existing cultural values within Sent Waninge Trucks. We see that Work motivation is 
fully related to the Rhenish value, none of the given values within the table is related for Trust, Work 
productivity and Leadership are both Rhenish related.  
 
5.2.3. Sent Waninge Logistics 
 
This interview consists of the existing Organizational Culture Assessment Instrument developed by 
Cameron and Quin supplemented with a comparison of the theoretical Cultural Key differences 
between Anglo-Saxon- and Rhenish model to the existing cultural values present within the 
investigated organization. The result of this interview is to what extent this organization to be taught 
to the Anglo-Saxon- or Rhenish model. 
 
Organizational Culture Assessment Instrument (6 questions) 
 
The participant is asked to divide 100 points over four alternatives that correspond to the four 
culture types (Clan, Adhocracy, Hierarchy, and Market) according to the present organization. This 
method measures the mix of or extent to which one of the four culture types dominates the present 
organizational or team culture.  
Participants will judge the six dimensions of their organization:  
 
1. Dominant Characteristics  
2. Organizational Leadership  
3. Management of Employees  
4. Organizational Glue  
5. Strategic emphases  
6. Criteria of success 
 
 
1. Dominant Characteristics 
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A The organization is a very personal place. It is like an extended family. People seem to share a lot 
of themselves. 
10 
B The organization is a very dynamic entrepreneurial place. People are willing to stick their necks 
out and take risks. 
5 
C The organization is very results oriented. A major concern is with getting the job done. People 
are very competitive and achievement oriented. 
65 
D The organization is a very controlled and structured place. Formal procedures generally govern 
what people do. 
20 
 Total 100 
 
2. Organizational Leadership 
 
   
A The leadership in the organization is generally considered to exemplify mentoring, facilitating, or 
nurturing. 
10 
B The leadership in the organization is generally considered to exemplify entrepreneurship, 
innovating, or risk taking. 
5 
C The leadership in the organization is generally considered to exemplify a no-nonsense, 
aggressive, results-oriented focus. 
60 
D The leadership in the organization is generally considered to exemplify coordinating, organizing, 
or smooth-running efficiency. 
25 
 Total 100 
 
3. Management of Employees 
 
   
A The management style in the organization is characterized by teamwork, consensus, and 
participation. 
5 
B The management style in the organization is characterized by individual risk-taking, innovation, 
freedom, and uniqueness. 
5 
C The management style in the organization is characterized by hard driving competitiveness, high 
demands, and achievement. 
15 
D The management style in the organization is characterized by security of employment, 
conformity, predictability, and stability in relationships. 
75 
 Total 100 
 
4. Organization Glue 
 
   
A The glue that holds the organization together is loyalty and mutual trust. Commitment to this 
organization runs high. 
55 
B The glue that holds the organization together is commitment to innovation and development. 
There is an emphasis on being on the cutting edge. 
5 
C The glue that holds the organization together is the emphasis on achievement and goal 
accomplishment. Aggressiveness and winning are common themes. 
10 
D The glue that holds the organization together is formal rules and policies. Maintaining a smooth-
running organization is important. 
30 
 Total 100 
 
5. Strategic Emphases 
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A The organization emphasizes human development. High trust, openness, and participation 
persist. 
30 
B The organization emphasizes acquiring new resources and creating new challenges. Trying new 
things and prospecting for opportunities are valued. 
10 
C The organization emphasizes competitive actions and achievement. Hitting stretch targets and 
winning in the marketplace are dominant. 
10 
D The organization emphasizes permanence and stability. Efficiency, control and smooth 
operations are important. 
50 
 Total 100 
 
6. Criteria of Success 
 
   
A The organization defines success on the basis of the development of human resources, 
teamwork, employee commitment, and concern for people. 
20 
B The organization defines success on the basis of having the most unique or newest products. It is 
a product leader and innovator. 
5 
C The organization defines success on the basis of winning in the marketplace and outpacing the 
competition. Competitive market leadership is key. 
5 
D The organization defines success on the basis of efficiency. Dependable delivery, smooth 
scheduling and low-cost production are critical. 
70 
 Total 100 
 
The graph below shows the position of Sent Waninge Logistics within the existing four 
culture types (Clan, Adhocracy, Hierarchy and Market) defined by the OCAI assessment.  
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Picture 4: Graphical results of the OCAI assessment within Sent Waninge Logistics 
A. Family culture   
B. Adhocracy   
C. Market culture   
D. Hierarchical culture   
 
 
 
 
 
Cultural Key differences between Anglo-Saxon- and Rhenish model 
 
0,0
10,0
20,0
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70,0
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100,0
A
B
C
D
Key differences Anglo-Saxon model Rhenish model Sent Waninge 
Logistics 
similarities/deviations 
Results 
Work motivation The motivation to work is 
mainly: money (more than 
exploiting the professional 
expertise). 
Most important is the quality; 
the motivation is value added 
Most important is the 
quality for the 
separate transport 
organization 
Rhenish related 
Trust Lack of mutual trust is 
controlled by legal contracts 
(judicialization of business) 
Lack of trust is controlled with 
an excess of rules, guidelines 
and procedures 
(bureaucratization of business) 
Lack of trust is not 
controlled between 
separate transport 
organizations 
None of both 
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Table 4: An overview of key cultural differences between the Anglo-Saxon and Rhenish social economic model 
comparing to Sent Waninge Logistics 
The Table above shows how the existing cultural differences from the theoretical perspective are 
related to the existing cultural values within Sent Waninge Logistics. We see that Work motivation is 
fully related to the Rhenish value, for Trust none of both values are applicable, Work productivity is 
Rhenish related and Leadership is Anglo-Saxon related. 
 
5.3. IT Governance performance (research question 2) 
 
In this section, the results of the interviews regarding IT Governance performance of the employees 
within British American Tobacco, Sent Waninge Trucks and Sent Waninge Logistics will be shown. 
The complete interviews can be read in appendix 3. The results of the IT Governance Maturity the 
assessment ‘’IT Governance performance based on scores of a self-assessment’’ developed by Weill 
and Ross is shown (Weill & Ross, 2004). 
 
5.3.1. British American Tobacco 
 
This chapter assesses an organization IT Governance performance by evaluating the effectiveness of 
IT governance in delivering four objectives weighted by their importance to the enterprise: 
 Cost-effective use of IT 
 Effective use of IT for asset utilization 
 Effective use of IT for growth 
 Effective use of IT for business flexibility 
Governance performance varies significantly across organizations and is approximately bell-shaped. 
The average IT Governance performance score was 69 out of 100. The minimum score was 20 and 
the top third performing firms had scores over 74. Only 17% of enterprises scored 80 or above and 
only 7% scored 90 or over. Achieving high governance performance meant that the enterprise’s IT 
Governance was successful in influencing the desired measures of success. 
 
A Quick IT Governance performance assessment 
 Question 1  Question 2  
A. Cost effective use of IT 5 * 4 20 
B. Effective use of IT for asset utilization 3 * 2 6 
C. Effective use of IT for growth 4 * 4 16 
D. Effective use of IT for business flexibility 3 * 4 12 
Work productivity 
 
Very high, but hardly free time 
and holidays (two weeks) and 
poor unemployed. 
Very high, and many leisure and 
'wealthy' unemployed. 
Very high, and many 
leisure and 'wealthy' 
unemployed. 
Rhenish related 
Leadership The manager decided Who’s has the knowledge 
decides 
The manager decided Anglo-Saxon Related 
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Importance Total: 15 Total: 54 
Calculate IT Governance performane: (Total * 100) / (5 * importance Total) = 72 
Table 5: Score of the Quick IT governance performance test within British American Tobacco 
Question 1: How important are the following outcomes of your IT governance on a scale 
from 1 (not important) to 5 (very important)? 
 
Question 2: What is the influence of the IT governance in your business on the following 
measures of success on a scale from 1 (not successful) to 5 (very successful)? 
 
Organizations with above average IT Governance following a specific strategy (e.g. customer 
intimacy) had 20% higher ROAs than organizations with poorer Governance following the 
same strategy. The Governance performance measure also statistically significantly 
correlates with several three-year average measures of financial performance (e.g., ROE and 
market capitalization growth).  
IT Decisions Domains 
How IT Governance key decisions are made are important for the performance of IT Governance 
within an organization. IT Governance encompasses five major decisions related to the management 
and use of IT in an organization: 
1. IT principles: high-level decisions about the strategic role of IT in the business. 
2. IT architecture: an integrated set of technical choices to guide the organization in satisfying 
business needs. 
3. IT infrastructure: centrally coordinated, shared IT services providing the foundation for the 
enterprise’s IT capability and typically created before precise usage needs are known.  
4. Business application needs: business requirements for purchased or internally developed IT 
applications. 
5. Prioritization and investment: decisions about how much and where to invest in IT, including 
project approval and justification techniques. 
Organizations use one of six decision making archetypes to make each decision. We list these 
archetypes roughly in order from more to less centralized: 
1. Business monarchy: A senior business executive or a group of senior executives, sometimes 
including the CIO. 
2. IT monarchy: Individual or groups of IT executives. 
3. Federal: C-level executives and business representatives of all the operating groups—may 
include IT involvement (an equivalent of the central government and the states working 
together). 
4. IT duopoly: Two party decision making involving IT executives and one group of business 
leaders. 
 
 Decision Domain 
M
o
re           
C
EN
TR
A
LIZED
               
Less 
IT Principles IT Architecture IT infrastructure 
Strategies 
Business 
Application Needs 
IT Investment 
G
o
ve
r
n
a
n
c
e A
r
ch et
y
p
e  Input Decision Input Decisio
n 
Input Decision Input Decision Input Decision 
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Business 
Monarchy 
      X X   
IT Monarchy X X X X X X    X 
Federal         X  
IT duopoly           
Feudal           
Anarchy           
Don’t Know           
Table 6: IT Decision Domain of the Quick IT governance performance test within British American Tobacco 
 
5.3.2. Sent Waninge Trucks 
 
A Quick IT Governance performance assessment 
This chapter assesses an organization IT Governance performance by evaluating the effectiveness of 
IT governance in delivering four objectives weighted by their importance to the enterprise: 
 Cost-effective use of IT 
 Effective use of IT for asset utilization 
 Effective use of IT for growth 
 Effective use of IT for business flexibility 
Governance performance varies significantly across organizations and is approximately bell-shaped. 
The average IT Governance performance score was 69 out of 100. The minimum score was 20 and 
the top third performing firms had scores over 74. Only 17% of enterprises scored 80 or above and 
only 7% scored 90 or over. Achieving high governance performance meant that the enterprise’s IT 
Governance was successful in influencing the desired measures of success. 
 
 Question 1  Question 2  
E. Cost effective use of IT 4 * 2 8 
F. Effective use of IT for asset utilization 2 * 2 4 
G. Effective use of IT for growth 3 * 3 9 
H. Effective use of IT for business flexibility 3 * 3 9 
Importance Total: 12 Total: 30 
Calculate IT Governance performane: (Total * 100) / (5 * importance Total) = 42,8 
Table 7: Score of the Quick IT governance performance test within Sent Waninge Trucks 
Question 1: How important are the following outcomes of your IT governance on a scale 
from 1 (not important) to 5 (very important)? 
 
Question 2: What is the influence of the IT governance in your business on the following 
measures of success on a scale from 1 (not successful) to 5 (very successful)? 
 
Organizations with above average IT Governance following a specific strategy (e.g. customer 
intimacy) had 20% higher ROAs than organizations with poorer Governance following the 
same strategy. The Governance performance measure also statistically significantly 
correlates with several three-year average measures of financial performance (e.g., ROE and 
market capitalization growth).  
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IT Decisions Domains 
How IT Governance key decisions are made are important for the performance of IT Governance 
within an organization. IT Governance encompasses five major decisions related to the management 
and use of IT in an organization: 
1. IT principles: high-level decisions about the strategic role of IT in the business. 
2. IT architecture: an integrated set of technical choices to guide the organization in satisfying 
business needs. 
3. IT infrastructure: centrally coordinated, shared IT services providing the foundation for the 
enterprise’s IT capability and typically created before precise usage needs are known.  
4. Business application needs: business requirements for purchased or internally developed IT 
applications. 
5. Prioritization and investment: decisions about how much and where to invest in IT, including 
project approval and justification techniques. 
Organizations use one of six decision making archetypes to make each decision. We list these 
archetypes roughly in order from more to less centralized: 
1. Business monarchy: A senior business executive or a group of senior executives, sometimes 
including the CIO. 
2. IT monarchy: Individual or groups of IT executives. 
3. Federal: C-level executives and business representatives of all the operating groups—may 
include IT involvement (an equivalent of the central government and the states working 
together). 
4. IT duopoly: Two party decision making involving IT executives and one group of business 
leaders. 
 
 Decision Domain M
o
re           C
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A
LIZED
               Less 
IT Principles IT Architecture IT infrastructure 
Strategies 
Business 
Application 
Needs 
IT Investment 
G
o
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h
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 Input Decisio
n 
Input Decisio
n 
Input Decisio
n 
Input Decision Input Decision 
Business 
Monarchy 
 X      X X X 
IT Monarchy X  X X X X X    
Federal           
IT duopoly           
Feudal           
Anarchy           
Don’t Know           
Table 8: IT Decision Domain of the Quick IT governance performance test within Sent Waninge Trucks 
5.3.3. Sent Waninge Logistics 
 
A Quick IT Governance performance assessment 
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This chapter assesses an organization IT Governance performance by evaluating the effectiveness of 
IT governance in delivering four objectives weighted by their importance to the enterprise: 
 Cost-effective use of IT 
 Effective use of IT for asset utilization 
 Effective use of IT for growth 
 Effective use of IT for business flexibility 
Governance performance varies significantly across organizations and is approximately bell-shaped. 
The average IT Governance performance score was 69 out of 100. The minimum score was 20 and 
the top third performing firms had scores over 74. Only 17% of enterprises scored 80 or above and 
only 7% scored 90 or over. Achieving high governance performance meant that the enterprise’s IT 
Governance was successful in influencing the desired measures of success. 
 
 Question 1  Question 2  
I. Cost effective use of IT 4 * 2 8 
J. Effective use of IT for asset utilization 2 * 3 6 
K. Effective use of IT for growth 4 * 3 12 
L. Effective use of IT for business flexibility 4 * 4 16 
Importance Total: 14 Total: 42 
Calculate IT Governance performane: (Total * 100) / (5 * importance Total) = 60 
Table 10: Score of the Quick IT governance performance test within Sent Waninge Trucks 
Question 1: How important are the following outcomes of your IT governance on a scale 
from 1 (not important) to 5 (very important)? 
 
Question 2: What is the influence of the IT governance in your business on the following 
measures of success on a scale from 1 (not successful) to 5 (very successful)? 
 
Organizations with above average IT Governance following a specific strategy (e.g. customer 
intimacy) had 20% higher ROAs than organizations with poorer Governance following the 
same strategy. The Governance performance measure also statistically significantly 
correlates with several three-year average measures of financial performance (e.g., ROE and 
market capitalization growth).  
IT Decisions Domains 
How IT Governance key decisions are made are important for the performance of IT Governance 
within an organization. IT Governance encompasses five major decisions related to the management 
and use of IT in an organization: 
1. IT principles: high-level decisions about the strategic role of IT in the business. 
2. IT architecture: an integrated set of technical choices to guide the organization in satisfying 
business needs. 
3. IT infrastructure: centrally coordinated, shared IT services providing the foundation for the 
enterprise’s IT capability and typically created before precise usage needs are known.  
4. Business application needs: business requirements for purchased or internally developed IT 
applications. 
5. Prioritization and investment: decisions about how much and where to invest in IT, including 
project approval and justification techniques. 
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Organizations use one of six decision making archetypes to make each decision. We list these 
archetypes roughly in order from more to less centralized: 
1. Business monarchy: A senior business executive or a group of senior executives, sometimes 
including the CIO. 
2. IT monarchy: Individual or groups of IT executives. 
3. Federal: C-level executives and business representatives of all the operating groups—may 
include IT involvement (an equivalent of the central government and the states working 
together). 
4. IT duopoly: Two party decision making involving IT executives and one group of business 
leaders. 
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Monarchy 
          
IT Monarchy X  X  X  X  X  
Federal  X  X  X  X  X 
IT duopoly           
Feudal           
Anarchy           
Don’t Know           
Table 11: IT Decision Domain of the Quick IT governance performance test within Sent Waninge Logistics  
 
 
 
 
 
5.4. Organization Culture and IT Governance performance (research question 3) 
 
The paragraph is showing how to relate the key -Anglo-Saxon and Rhenish- organization cultural characteristics obtained from the interviews and their 
influence on the IT Governance maturity obtained from the interviews. The table below creates a mapping between the investigated organizations and the 
results from the OCAI interview in combination with IT Governance performance assessment. 
 
Organization Organizational Key Culture elements 
 
IT Governance Maturity 
 Anglo-Saxon 
 
Rhenish None of both Performance Decision Domain 
     Business Monarchy 
 
IT Monarchy Federal 
British American 
Tobacco 
 Work 
motivation 
 Trust 
 Work 
productivity 
 Leadership 
  72  Business 
Application 
Needs 
 IT Principles 
 IT Architecture 
 IT infrastructure 
Strategies 
 IT Investment 
(Decision) 
 IT Investment (Input) 
Sent Waninge Trucks  Work 
productivity 
 
 Work 
motivation 
 Leadership 
 Trust 42,8  IT Principles 
(Decision) 
 IT Investment 
 IT Principles (Input) 
 IT Architecture 
 IT infrastructure 
Strategies 
 Business Application 
Needs (Input) 
 Business Application 
Needs (Decision) 
Sent Waninge Logistics  Leadership  Work 
motivation 
 Work 
productivity 
 
 Trust 60   IT Principles (Input) 
 IT Architecture (Input) 
 IT infrastructure 
Strategies (Input) 
 Business Application 
Needs (Input) 
 IT Investment (Input) 
 IT Principles (Decision) 
 IT Architecture (Decision) 
 IT infrastructure 
Strategies (Decision) 
 Business Application 
Needs (Decision) 
 IT Investment (Decision) 
Table 12: Organizational Key Culture elements related to IT Governance Maturity for the investigated organization 
From theoretical perspective there are known differences shown regarding to organizational culture 
between Rhenish an Anglo-Saxon related organizations (Bakker et al., 2005). BAT is an Anglo-Saxon 
related organization, that is something that we can expect from a large British American 
multinational and the results are showing this. Sent Waninge Logistics and Sent Waninge Trucks are 
Rhenish related organizations, the results shown in table above deviates expectations in some 
organizational culture aspects. Sent Waninge Logistics and -Trucks are both is a family organizations 
that evaluates to a more business related culture. This shows up from the interviews with HR 
manager, see Appendix 4 and 5. Sent Waninge Logistics organization is evolving totally different 
compared to Sent Waninge Trucks organization according to the results above. 
The IT Governance performance of Sent Waninge Logistic is much higher, meanwhile the 
organization culture aspect leadership is Anglo-Saxon related. For Sent Waninge Trucks the 
organizational culture aspect Work productivity is Anglo-Saxon related and the IT Governance 
performance is much lower. The IT decisions are mostly Federal for Sent Waninge Logistics, that is 
something divergent from the other values getting from the interviews.  
 
6. Conclusion and recommendations 
 
This chapter of conclusion, the research question of this research is answered.  
Research question: How does organizational culture influence IT Governance maturity within the 
Anglo-Saxon and Rhenish social economic model? 
 
The following sub research questions are formulated to address the above research question: 
1. The extent to which the key organizational culture characteristics of the Anglo-Saxon and 
Rhenish social economic Model are present within the organization? 
2. How mature is IT Governance within the organization? 
3. How to relate the key -Anglo-Saxon and Rhenish- organization cultural characteristics 
obtained from the interviews and their influence on the IT Governance maturity obtained 
from the interviews?  
 
The conclusion of each sub-question is given below. This research is conducted via multiple case 
research method. Benefits of a multiple case study are that it makes it able to analyze the data 
within each situation and across different situations. This research studies multiple cases to 
understand the similarities and differences between the cases and therefore it can provide the 
literature with important influences from its differences and similarities. Other benefits are that the 
evidence generated from a multiple case study is strong and reliable and it can clarify if the findings 
from the results are valuable or not. A strong justification is needed within this research. Therefore 
the investigation of multiple organizations is needed within this research, the IT Governance 
maturity related to Anglo-Saxon and Rhenish organization culture must be investigated between 
different organizations. That is defined by the research question. 
 
Research question 1: The extent to which the key organizational culture characteristics of the Anglo-
Saxon and Rhenish Social economic Model are present within the organization? 
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The first case is the investigation of the organization British American Tobacco, that contains all 
existing named key organizational culture characteristics (Work motivation, Trust, Work productivity 
and Leadership) exactly as defined within an Anglo-Saxon organization. The second case is the 
investigated organization Sent Waninge Trucks, that contains the key organizational culture 
characteristics work productivity exactly defined as within an Anglo-Saxon organization; the 
organizational culture characteristics work motivation and Leadership are corresponding with a 
Rhenish organization, and the organizational culture characteristics trust belongs to none of both. 
The third case is the investigated organization Sent Waninge Logistics, that contains the key 
organizational culture characteristics Leadership accurately defined as within an Anglo-Saxon 
organization, the organizational culture characteristics work motivation and work productivity are 
corresponding with a Rhenish organization and the organizational culture characteristics trust 
belongs to none of both. 
So we can conclude that the results from the first case, British American Tobacco is an Anglo-Saxon 
related organization based on the defined key organizational culture characteristics. Thereafter, we 
can conclude that the second case, the organization Sent Waninge Trucks is for 50 percent a Rhenish 
related organization, with 25 percent deviation to the Anglo-Saxon related organization and 25 
percent none of both. Last but not least the last case, the organization Sent Waninge Logistics is 
giving the same result as Sent Waninge Trucks with the exception of the fact that it is about different 
key organizational culture characteristics related to the organizational types. 
Research question 2: How mature is IT Governance within the organization? 
 
The average governance performance score is 69 out of 100. Achieving high governance 
performance meant that the enterprise’s IT governance was successful in influencing the desired 
measures of success. Organizations with above average IT governance following a specific strategy 
had 20% higher ROAs than firms with weaker governance following the same strategy. British 
American Tobacco has a score of 72 and has above average performance. Sent Waninge Trucks has a 
score from 42,8 that is 38 percent below the average performance. Sent Waninge Logistics has a 
score from 60 that is approximately 9 percent below the average performance.  
The decision domain of the first case, the organization British American Tobacco is mainly IT 
Monarchy driven. Individual or groups of IT executives making the most IT decision within the given 
subjects IT Principles, IT Architecture, IT infrastructure Strategies and IT Investment. Business 
Application Needs is Business monarchy drove, a senior business executive or a group of senior 
executives, sometimes including the CIO makes the decision. The decision domain of the second 
case, Sent Waninge Trucks are mainly IT Monarchy driven, only IT Principles and IT Investment are 
also Business Monarchy driven partly. Business Application Needs is Federal driven, C-level 
executives and business representatives of all the operating groups—may include IT involvement 
(the equivalent of the central government and the states working together) are decision makers. 
Last but not least the results of the third case, Sent Waninge logistic has a decision domain that is 
mainly IT Monarchy and Federal driven. 
Research question 3: How to relate the key -Anglo-Saxon and Rhenish- organization cultural 
characteristics obtained from the interviews and their influence on the IT Governance maturity 
obtained from the interviews?  
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The first case, the investigated organization British American Tobacco is an Anglo-Saxon related 
organization and has a high IT Governance performance, the IT decision domain is mainly IT 
Monarchy driven. The second case, the investigated organization Sent Waninge Trucks is 50 percent 
Rhenish related organization and has a poor IT Governance performance, the IT decision domain is 
mainly IT Monarchy driven. The third case, the investigated organization Sent Waninge Logistics is 50 
percent Rhenish related organization and has an IT Governance performance that is below the 
average but within 20 percent deviation, the IT decision domain is IT Monarchy and Federal driven.  
6.1. Discussion 
 
This paragraph is dedicated to discussing the results and related subjects. There are scientific 
journals, theses, etc. that concludes that organizational culture does not exist. There is no model for 
existing organizational culture, each department within the organization has his own sub-culture. So 
if there is no determined culture, are the existing named cultures such as Anglo-Saxon and Rhenish 
organization culture myths and fabrications based on random interpretations? 
The most organizations are choosing for international well known IT Governance frameworks like 
CoBiT and ITIL, however often there is a mismatch between theoretical IT Governance frameworks 
and the real world. The hard side of IT Governance is the framework rules, also there is a soft side of 
the IT Governance and that is mostly culture and human aspects of trust, collaboration, and 
leadership. 
The results of this investigation show that not all organizational cultures can be placed within a 
model. Sent Waninge Logistics is a good example of this conclusion. For 75 % it is a Rhenish 
organization but for 25% Anglo-Saxon related. The IT Governance maturity score for the Anglo-Saxon 
related organization BAT is the highest and for the Rhenish related organization Sent Waninge 
Trucks the lowest. Despite this result, no clear relation can be established. You can say Sent Waninge 
Logistics has 25 % Anglos-Saxon related culture aspects, so that’s why the IT Governance assessment 
score is higher the Sent Waninge Trucks. But there is no causality present. 
 
6.2. Future research 
 
Based on the results of this multiple case research we can conclude that Anglo-Saxon organizational 
cultural characteristics have a positive influence on the IT Governance maturity. Rhenish 
organizational cultural characteristics have partly a negative influence on the IT Governance 
maturity. For the key cultural characteristics work motivation it can be concluded, for the other key 
cultural characteristics, future research is needed to conclude what’s their influences.  
Limitations within this multiple case study is time to investigate more Anglo-Saxon and Rhenish 
related organizations. When conduct more cases, more results become available and how stronger 
the justification can be. Also, it could be interesting to investigate organizations that are migrating 
from Rhenish to Anglo-Saxon culture (hybrid), this is an important and complicated change process 
within an organization that may have a different impact on the It Governance maturity. Like KPN, NS 
are Dutch organizations that evolving this trajectory for years. Sent Waninge Logistics is compared to 
a smaller extent. Which type and state of organizational culture have which impact on IT 
Governance maturity delivers very valuable information to the existing literature.  
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7. Reflection 
 
This chapter sees a reflection on the findings derived from the research efforts conducted. The first 
paragraph discusses the Organizational cultural characteristics, the second paragraph contains the 
subject It Governance performance. The last paragraph describes personal reflections of this study. 
7.1. Organizational cultural characteristics 
 
From the literature research, the organizational cultural characteristics from Anglo-Saxon and 
Rhenish organizations are available. There are many tools that can be used to measure the 
organizational culture within an organization. The empirical research should be conducted via that 
information. However turns out meanwhile the research that an organization can have some Anglo-
Saxon related cultural characteristics and some Anglo-Saxon cultural characteristics and some 
belong not to both of them. So, in that case, we have to look at the separate organization cultural 
characteristics and not to a set of them that belongs to a type of organization like Anglo-Saxon for 
example. 
Within sent Waninge Group there exists three separate Logistics organizations, two of those 
organizations have their own culture comparing to the other one. That makes it difficult to assess 
the culture of the Logistic part of the Sent Waninge holding. Within British American Tobacco, there 
are many countries that has different cultures, also within those countries the culture differences 
from a geographical perspective. An Anglo-Saxon culture within the headquarter at London can be 
interpreted differently at Spain comparing to South Africa or Madrid comparing to Barcelona.  
7.2. IT Governance performance 
 
IT Governance performance measured with the quick assessment used within this research gives a 
score that indicates the performance status of IT Governance within an organization. There is also a 
more in-depth assessment that measures the IT Governance maturity. The COBIT IT Governance tool 
is an example of this. The outcome of this in-depth assessment should be consistent with the quick 
performance assessment used in this research. It could be interesting to investigate this. The 
measured IT Decision domains outcome are for Sent Waninge Trucks and Sent Waninge Logistics 
entirely different, meanwhile the organizational culture characteristics are mostly Rhenish for 50 
percent. How Rhenish is an organization that also has some Anglo-Saxon related cultural aspects 
that influence the decision domains within IT Governance? Is this something that is comparable to 
real life? 
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7.3. Methodological reflection 
 
The intention was to investigate 4 organizations, 2 Anglo-Saxon related organizations and 3 Rhenish 
related organizations. Meanwhile the investigation of the second organization the plans changed 
into 3 organizations, the reason is that this organization is too complex in cultural perspective. So an 
deep dive into this organization is needed. This is discussed with my  thesis supervisor. The overview 
of the 3 cases: Case 1 is a large multinational, financial driven Anglo-Saxon organization, Case 2 is a 
medium large family organization, decision driven Rhenish organization and Case 3 is a medium 
large family organization, decision driven Rhenish organization. The research questions are 
answered, the results deviating in case 3 from what can be expected. The next topics are lessons 
learned in the research: 
 Assessment/interview: There is a lack of IT knowledge available at some HR interviewed 
persons. So the interview/assessment has to be adjusted to this situation. 
 Organizational culture aspects changing often ad are interpreted in various ways, that makes 
it difficult to match it to a typical existing culture like Anglo-Saxon or Rhenish. 
 IT Governance performance or maturity can depends on many influences, detached from 
organizational culture aspects. 
I am not dissatisfied with the results of this study, the impact of the organizational cultural values 
are measured on the IT governance performance within Anglo-Saxon and Rhenish related 
organizations. 
7.4. Personal reflection 
 
This paragraph describes my personal reflection. First of all, this is a fascinating subject which I have 
always be interested in. I have been involved in many change processes and the soft IT Governance 
side often influences the hard IT Governance side. So I am very pride of this research form personal 
perspective. Since there is a lack of research within this area I am sure this contributes valuable 
information to existing literature. 
Also, I have some learning experiences gained: 
 There countless amount of studies regarding Organizational culture and IT Governance 
maturity, there is a lack of research regarding the impact of these two subjects on each 
other, in particular the organizational culture impact on IT Governance maturity.  
 Own intention was to develop a model to explain the causality (if exists) from the impact of 
organizational culture aspects of an Anglo-Saxon organization and a Rhenish organization on 
IT Governance maturity. However, this is too ambitious for a starting investigator like me. 
Also, there is to less time within this study available for this deep dive. 
 Meanwhile this investigation it turned out that one of the investigated organization has 
large differences of culture aspect within the existing holding. After discussing this with my 
supervisor, I decided to investigate two separate organizations within the same holding. So 
this study also goes into depth of one holding. 
 The existing models of cultural aspects like Anglo-Saxon and Rhenish are not always 
applicable to an organization meanwhile expected. Sent Waninge logistics is an example of 
this. 
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 Some aspect encountered stimulating me to investigate more. Like family organizations and 
there evaluation and development in general. I am sure that different family organization 
evolves on the same way, because after the third generation something changes… 
 This study taught me how to conduct a scientific study, with the help of the feedback from 
my supervisor. 
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Appendix 2: Interview plan 
Template Interview IT Manager Organization 
 
Conducted Date:  
Duration:  
Organization:  
Name and Role interviewee:  
Organization in amount employees:  
IT organization in amount employees:  
Amount organization turnover/profit:  
Amount IT budget IT organization:  
Introduction 
1. How long have you been working for this organization?  
2. What is you role in the organization?  
3. What are your responsibilities in IT Governance within the organization?  
IT Governance 
4. How would you define IT Governance?  
5. How is IT Governance changed within the organization since 3 year back?  
6. Do you believe that there is a clear and defined IT Governance at the organization today? 
7. Do you believe that there is confidence for IT Governance at the organization and if so 
why/why not? 
8. What effect has IT Governance within your organization in terms of: 
A. The way IT manages resources? 
B. Ensuring that projects are not overdue? 
C. The collaboration with other departments/units to achieve business goals? 
9. Does the organization use tools for measuring IT Governance performance and maturity? 
IT Organization 
10. Do you believe that there are clear responsibilities within the organization? 
11. What are the current problem areas within IT? 
IT and the business 
12. How integrated do you think IT is with the rest of the business? 
13. Do you believe IT meets the business needs and, if so, how? 
IT investments 
14. In general, do you see any tendency in that IT investments often exceed costs/or resources? 
15. Are IT investments evaluated? If so, how and are the IT investments benefits measured? 
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A Quick performance assessment 
16. Can you conduct the quick assessment of your IT Governance within the organization 
below? IT is developed by Weill and Ross (Additional information and explanation regarding 
this assessment can be read within Appendix A) 
Question 1: How important are the following outcomes of your IT Governance on a scale from 1 (not 
important) to 5 (very important)? 
Question 2: What is the influence of the IT Governance in your business on the following measures of 
success on a scale from 1 (not successful) to 5 (very successful)? 
 Question 1  Question 2  
M. Cost effective use of IT  *   
N. Effective use of IT for asset utilization  *   
O. Effective use of IT for growth  *   
P. Effective use of IT for business flexibility  *   
Importance Total:  Total:  
Calculate IT Governance performane: (Total * 100) / (5 * importance Total) =  
IT Decisions Domains 
17. Can you fill the matrix below? It is developed by Weil and Ross, the question how key 
decisions are made within your organization are answered after the matrix is completed 
(Additional information and explanation regarding this assessment can be read within 
Appendix A) 
 Decision Domain Mo
re           C
EN
TR
A
LIZED
               Less 
IT Principles IT Architecture IT 
infrastructure 
Strategies 
Business 
Application 
Needs 
IT Investment 
G
o
ve
rn
an
ce
 A
rc
h
et
yp
e
 
 Input Decision Input Decision Input Decision Input Decision Input Decision 
Business 
Monarchy 
          
IT Monarchy           
Federal           
IT duopoly           
Feudal           
Anarchy           
Don’t Know           
 
Implementation Mechanisms 
18. How is IT Governance implemented within your organization ; what are the structures, 
processes, and supporting structures? (This takes the Weil and Ross framework and converts 
it into an operational structure) 
 
 Decision making structures: Who is responsible, who is accountable. (Typically 
Councils, Committees, and their interrelationships, budgeting and approval 
processes, and so on) 
 Alignment Processes: Making sure decisions achieve the desired outcome. (Typically 
the IT organization as a whole, Service Level Agreements (SLA's), metrics, and so on) 
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 Communication Approaches: Disseminates information about governance processes 
and individual responsibilities to those who need to know. (Meetings, documented 
procedures, portals, and so on) 
General 
19. Do you have feedback on this interview? What is useful and what needs to be adjusted 
within your opinion 
20. Do I forgot some important things? Have you recommendations for the next interview? 
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Appendix A: IT Governance (ITG) Framework from Weill and Ross 
This interview is based on the IT Governance (ITG) Framework from Weill and Ross (Weill and Ross, 
2004). It is developed after research addressed large enterprises and a wide range of industries 
(approx. 300 organizations). In this research, the authors want to understand how the different 
domains of ITG (IT principles, IT architecture, IT infrastructure, Business applications needs and IT 
investment and prioritization) are governed. In other words, this study tries to depict the styles of 
governance (from a more decentralized to a more centralized style) used by top performers to 
decide what major IT decisions must be made. 
Weill and Ross define IT governance as: the decision rights and accountability framework to 
encourage desirable behavior in the use of IT. 
They identify three components of governance: 
 IT Decisions Domains: What are the key IT decision areas? 
 IT Governance Archetypes: Who governs the decision domains and how is it organized? Who 
decides or has input, and how? 
 Implementation Mechanisms: How are the decision and input structures formed and put in 
place? 
Quick assessment of your IT Governance 
 
Figure 1: Quick assessment of your IT Governance 
This tool assess an enterprise’s or business unit’s governance performance by evaluating the 
effectiveness of IT governance in delivering four objectives weighted by their importance to the 
enterprise. 
 Cost effective use of IT 
 Effective use of IT for asset utilization 
 Effective use of IT for growth 
 Effective use of IT for business flexibility 
Using a weighted average formula a score out of 100 is calculated. Figure 1 contains the questions and formula 
to calculate governance performance so any enterprise or business unit can benchmark itself with our 
research results 
IT Governance Decision Domains 
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Figure 2: The five decisions and six archetypes provide the columns and rows for a 5x6 matrix which 
refer to as IT governance on one page, according to Weill and Ross 
To evaluate and compare IT governance there is proposed a matrix representing IT governance on 
one page mapping -developed by Weill and Ross- how key decisions are made.  
IT Governance Decision Domains 
IT governance encompasses five major decisions related to the management and use of IT in an 
organization: 
Decision area Description 
IT principles high-level decisions about the strategic role of IT in the business 
IT architecture an integrated set of technical choices to guide the organization in 
satisfying business needs 
IT infrastructure centrally coordinated, shared IT services providing the foundation 
for the enterprise’s IT capability and typically created before 
precise usage needs are known 
Business application needs business requirements for purchased or internally developed IT 
applications 
Prioritization and 
investment 
decisions about how much and where to invest in IT, including 
project approval and justification techniques 
 
IT Governance Archetypes 
Each of these decisions can be made by corporate, business unit, or functional managers—or some 
combination - and senior management can hold business unit or IT managers accountable for the 
related outcomes. Thus, the first step in designing IT governance is to determine who should make, 
and be held accountable for, each decision area. To help think about who should make these 
decisions, Figure 2 provides a sample of the questions each decision area should cover. 
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By merging the organizational structure (the governance archetypes) and the decision areas (decision 
domains) the framework by Ross and Weill can be created. This allows the creation of the overview of 
the IT governance organization. Enterprises use one of six decision making archetypes to make each 
decision. We list these archetypes roughly in order from more to less centralized: 
Archetypes Description 
Business monarchy A senior business executive or a group of senior executives, sometimes including the 
CIO 
IT monarchy Individual or groups of IT executives 
Federal C-level executives and business representatives of all the operating groups—may 
include IT involvement (equivalent of the central government and the states 
working together) 
IT duopoly Two party decision making involving IT executives and one group of business leaders 
Feudal Business unit or process leaders making separate decisions based on the needs of 
their entities 
Anarchy Each individual user or small group 
 
 
Template Interview HR Manager Organization 
Conducted Date:  
Duration:  
Organization:  
Name interviewee:  
Position:  
Size organization in amount employees:  
Amount organization turnover:  
 
The purpose of this assessment is to map the four theoretical key cultural differences between an 
Anglo-Saxon and Rhenish organization to your organization. In addition, the existing OCAI questions 
are included, this is to create a complete overview regarding the existing culture of your 
organization. 
Introduction 
1. How long have you been working for the organization?  
2. What is you role in the organization?  
3. What are your responsibilities in HR within the organization?  
 
Organizational Culture Assessment Instrument (6 questions) 
 
4. Dominant Characteristics 
 
   
A The organization is a very personal place. It is like an extended family. People seem to share a lot 
of themselves. 
 
B The organization is a very dynamic entrepreneurial place. People are willing to stick their necks 
out and take risks. 
 
C The organization is very results oriented. A major concern is with getting the job done. People 
are very competitive and achievement oriented. 
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D The organization is a very controlled and structured place. Formal procedures generally govern 
what people do. 
 
 Total 100 
 
5. Organizational Leadership 
 
   
A The leadership in the organization is generally considered to exemplify mentoring, facilitating, or 
nurturing. 
 
B The leadership in the organization is generally considered to exemplify entrepreneurship, 
innovating, or risk taking. 
 
C The leadership in the organization is generally considered to exemplify a no-nonsense, 
aggressive, results-oriented focus. 
 
D The leadership in the organization is generally considered to exemplify coordinating, organizing, 
or smooth-running efficiency. 
 
 Total 100 
 
6. Management of Employees 
 
   
A The management style in the organization is characterized by teamwork, consensus, and 
participation. 
 
B The management style in the organization is characterized by individual risk-taking, innovation, 
freedom, and uniqueness. 
 
C The management style in the organization is characterized by hard driving competitiveness, high 
demands, and achievement. 
 
D The management style in the organization is characterized by security of employment, 
conformity, predictability, and stability in relationships. 
 
 Total 100 
 
7. Organization Glue 
 
   
A The glue that holds the organization together is loyalty and mutual trust. Commitment to this 
organization runs high. 
 
B The glue that holds the organization together is commitment to innovation and development. 
There is an emphasis on being on the cutting edge. 
 
C The glue that holds the organization together is the emphasis on achievement and goal 
accomplishment. Aggressiveness and winning are common themes. 
 
D The glue that holds the organization together is formal rules and policies. Maintaining a smooth-
running organization is important. 
 
 Total 100 
 
8. Strategic Emphases 
 
   
A The organization emphasizes human development. High trust, openness, and participation 
persist. 
 
B The organization emphasizes acquiring new resources and creating new challenges. Trying new 
things and prospecting for opportunities are valued. 
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C The organization emphasizes competitive actions and achievement. Hitting stretch targets and 
winning in the marketplace are dominant. 
 
D The organization emphasizes permanence and stability. Efficiency, control and smooth 
operations are important. 
 
 Total 100 
 
9. Criteria of Success 
 
   
A The organization defines success on the basis of the development of human resources, 
teamwork, employee commitment, and concern for people. 
 
B The organization defines success on the basis of having the most unique or newest products. It is 
a product leader and innovator. 
 
C The organization defines success on the basis of winning in the marketplace and outpacing the 
competition. Competitive market leadership is key. 
 
D The organization defines success on the basis of efficiency. Dependable delivery, smooth 
scheduling and low-cost production are critical. 
 
 Total 100 
 
Anglo-Saxon and Rhenish model culture differences 
10. Key culture differences 
 
The table below shows the key culture differences between the Anglo-Saxon and Rhenish model 
organizations. Can you choose one for each named key difference within the table below, if it is 
applicable for BAT? If none is applicable, describe the way the cultural aspect is at this moment 
within BAT. 
 
Key differences Anglo-Saxon model Rhenish model BAT 
similarities/deviations 
Work motivation The motivation to work is 
mainly: money (more than 
exploiting the professional 
expertise). 
Most important is the quality; 
the motivation is value added 
 
Trust Lack of mutual trust is 
controlled by legal contracts 
(judicialization of business) 
Lack of trust is controlled with 
an excess of rules, guidelines 
and procedures 
(bureaucratization of business) 
 
Work productivity 
 
Very high, but hardly free time 
and holidays (two weeks) and 
poor unemployed. 
Very high, and many leisure and 
'wealthy' unemployed. 
 
Leadership The manager decided Who’s has the knowledge 
decides 
 
 
 
11. Do you have feedback on this interview? What is useful and what needs to be adjusted 
within your opinion 
12. Do I forgot some important things? Have you recommendations for the next interview? 
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Appendix A: Organizational Culture Assessment Instrument 
 
Instructions for completing the Organizational Culture Assessment Instrument (OCAI).  
 
The purpose of the OCAI is to assess six key dimensions of organizational culture. In completing the 
instrument, you will be providing a picture of how your organization operates and the values that 
characterize it. No right or wrong answers exist for these questions just as there is not right or wrong 
culture. Every organization will most likely produce a different set of responses. Therefore, be as 
accurate as you can in responding to the questions so that your resulting cultural diagnosis will be as 
precise as possible. 
 
You are asked to rate your organization in the questions. To determine which organization to rate, 
you will want to consider the organization that is managed by your boss, the strategic business unit 
to which you belong, or the organizational unit in which you are a member that has clearly 
identifiable boundaries. Because the instrument is most helpful for determining ways to change the 
culture, you’ll want to focus on the cultural unit that is the target for change. Therefore, as you 
answer the questions, keep in mind the organization that can be affected by the change strategy you 
develop. 
 
The OCAI consists of six questions. Each question has four alternatives. Divide 100 points among 
these four alternatives depending on the extent to which each alternative is similar to your own 
organization. Give a higher number of points to the alternative that is most similar to your 
organization. For example, in question one, if you think alternative A is very similar to your 
organization, alternative B and C are somewhat similar, and alternative D is hardly similar at all, you 
might give 55 points to A, 20 points to B and C, and five points to D. Just be sure your total equals 
100 points for each question. 
 
Scoring: 
Scoring the OCAI is very easy. It requires simple arithmetic calculations. The first step is to add 
together all A responses in the Now column and divide by six. That is, compute an average score for 
the A alternatives in the Now column. You may use the worksheet on the next page to arrive at 
these averages. Do this for all of the questions, A, B, C, and D. Once you have done this, transfer 
your answers to this page in the boxes provided below. 
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Appendix 3: Interviews British American Tobacco 
Interview Head of IT BNLX 
 
Conducted Date: 28-6-2017 
Duration: 90 minutes 
Organization: British American Tobacco (BAT) 
Name and Role interviewee: Ricardo Rotsma, Head of IT BNLX 
Organization in amount employees: 50000 Global/ 800 for BNLX 
IT organization in amount employees: 1100 Global/ 50 BNLX 
Amount organization turnover/profit: turnover 41 billion and profit 7 billion (British pounds) 
Amount IT budget IT organization: 450 million (British pounds)/ 7 million BNLX 
Introduction 
1. How long have you been working for BAT?  
 
13 years 
 
2. What is you role in the organization? 
 
 Head of IT BNLX 
 
3. What are your responsibilities in IT Governance within BAT?  
 
Participant, when there are IT needs for the BNLX end market like investments, changes 
within central or local systems, etc. the IT Governance rules have to be followed by me. 
IT Governance 
4. How would you define IT Governance?  
 
Taking care of the dynamics between all different stakeholders, bring this together at the 
right level within the organization to realize on one site decision regarding investments and 
on the other site to monitor the progress of the execution of all existing initiatives. This all on 
steering committee level to create a connection with the senior management from BAT.  
 
5. How is IT Governance changed within BAT since 3 year back?  
 
There are 3 organizational levels that can defined within the BAT Organization: Local, 
Regional and Global. Within the last 15 years there is a migration in progress from local 
defined IT Governance to Global defined IT Governance. For example: 10 years ago 90-100% 
of the BAT IT finance budgets are local allocated and now less than 10% are local allocated 
and 90% global. 
BAT consist of 200 End Market entities and 45 factories all over the world, that are bought 
and integrated to one multinational. IT, Finance and Procurement are leading departments 
regarding corporate governance, HR and Trade are following. How more closer a department 
is to the business, how more difficult it is to create centralized governance. The regional 
organization is shrinking the last 5 years and shall to disappear. So first all local end markets 
create a professional IT governance, then it is migrated to regional level an now it is global.  
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6. Do you believe that there is a clear and defined IT Governance at BAT today? 
 
Yes, very clear and strong. It is helping BAT to create a holistic view within the IT and 
business. This is important, because if you have a good local business case it is not always a 
good global business case. So if you merge those, it could be that other decision should be 
made to server the whole BAT organization. 
 
7. Do you believe that there is confidence for IT Governance at BAT and if so why/why not? 
 
Yes, without the strong governance all the current projects and IT organizations that results 
in business benefits would not be possible to realize. I am sure that many business projects 
without this IT Governance (example a new business to business portal rollout to 10 different 
countries is a project where a central steering committee – where all those countries are 
represented- and the defined governance makes all the needed decisions. If this decisions 
should be made by every local country project team, it cost a lot of time and resources and 
now it is a central steering committee that can decide it once) not being able to succeed. The 
conditions and decisions have to be clear for all the project managers within the 
organization, so that they can do their work. 
 
8. What effect has IT Governance within BAT in terms of: 
a. The way IT manages resources? 
 
The allocation of resources is coming from the business case, there is defined the 
priority, matches with other projects resources, how many resources are needed 
and are there enough local resources or is outsourcing needed. Resources are not 
seen as limitation within BAT, if there is a good business case there are assets 
enough to realize it. When outsourcing is possible it is often chosen, this is a 
strong believe within BAT. This is possible, because enough money is still being 
earned. 
 
b. Ensuring that projects are not overdue? 
Some decisions on project execution level could take months, by interest of 
various stakeholders. The result is a sort of ping pong effect. If the necessary 
decisions are the responsibility of one central steering committee on the right 
level within the organization, you will see that within the context if the business 
strategy it is clear how to handle. On this way BAT has the right decision model, 
that are aligned with the BAT strategy. Sometimes you will see that the business 
strategy is not clear for everyone, and the result is that people do things from 
their own conviction, the BAT IT Governance will correct this process. 
c. The collaboration with other departments/units to achieve business goals? 
 
From my point of view all stakeholders that are involved with the project 
execution need to be a member of the project board. Also the persons that 
created the business case and have the benefits need to be a member. This does 
not have not be time consuming, if you do this right it costs barely time. It is 
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important to have to right connections, so that you know that you are busy with 
the right things. 
 
9. Does BAT use tools for measuring IT Governance performance and maturity? 
The most important tool is to realize business cases, for example the return on investment has to 
be 1 year. If you cannot realize this you do not even have to think about this project. Within 
execution of project the delivery on promises is measured, if the timeline is defined for example it 
cannot rescheduled just like that. Prince is one method that is used for evaluating the business 
case continuously. So tools on strategic level are the business cases and at execution level it is 
Prince in combination with Scrum and Agile methods. For example BAT has a project named TaO 
at 2015, that has realized one SAP environment for all 200 commercial- business and operational 
business units. The investment was 8 billion pounds and the benefit is that BAT van take over 
Reynolds within 2016. BAT has everything in control comparing to Reynolds. 
IT Organization 
10. Do you believe that there are clear responsibilities within the BAT organization? 
Yes, there are strong rules within the organization if you want to spend money within IT or realize 
new projects. There is absolute not space for anarchy within the organization, BAT is not giving 
the opportunity for that. 
11. What are the current problem areas within IT? 
Speed to market, if you have an anarchy decision culture within the organization you can react 
fast on the developments within the market. Speed to market is a serious problem if you have to 
follow all IT Governance rules from BAT. For example BAT introduces an alternative fir the 
cigarette, the E-cigarette. With E-commerce you can offer this product (web shop for example), 
how are you going to link you back office environment to this kind of new business models? 
Technical this can be realized within a few days for example, but the governance inside of BAT 
takes at least 3 or 4 months. Another example: a big change within TaO can take a year, also the 
costs are very high because many people has to work on this within the IT Governance 
organization. So you have to consider are the benefits in relation to the costs. If a local end 
market like BAT Niemeyer Groningen for example wants to change something for their needs, it 
cost a lot and can take long before it is realized.  
What also can be named is the fact that BAT sometimes give too much attention to the IT 
Governance design itself and forgot the fir for purpose of IT Governance. Sometimes is the target 
and not the way of working and realizing business goals. 
IT and the business 
12. How integrated do you think IT is with the rest of the business? 
Difficult question, I think there is a integration ant IT is present, but often IT is seen as an 
separate function and a service provider to the business instead of integrated. IT is a separate 
organization within the BAT organization at this moment. 
13. Do you believe IT meets the business needs and, if so, how? 
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Yes, the defined strategic values of the business are embedded within the IT Governance and IT 
organization. In other words there are business savings from hundreds millions pounds due the IT 
Governance and centralized environment. The IT budget for example is reduced from 650 million 
pounds to 450 million pounds within 2 years due standardization and centralization. The 
takeover form Reynolds for example is a benefit that you are not able to realize when you 
produce more efficient but is a result from IT Governance. 
IT investments 
14. In general, do you see any tendency in that IT investments often exceed costs/or resources? 
I see a relation when how stronger the IT Governance how more the cost are in control.  
15. Are IT investments evaluated? If so, how and are the IT investments benefits measured? 
As a part of the Prince methodology the business case is evaluated very often and also 
afterwards. For example we have make this cost and expected that benefits within this timeline, 
are they realized? And how has this result contributed to our strategy on qualitatively level and 
quantitative level (saving resources) 
A Quick performance assessment 
16. Can you conduct the quick assessment of your IT Governance within BAT below? IT is 
developed by Weill and Ross (Additional information and explanation regarding this 
assessment can be read within Appendix A) 
Question 1: How important are the following outcomes of your IT Governance on a scale from 1 (not 
important) to 5 (very important)? 
Question 2: What is the influence of the IT Governance in your business on the following measures of 
success on a scale from 1 (not successful) to 5 (very successful)? 
 Question 1  Question 2  
Q. Cost effective use of IT 5 * 4 20 
R. Effective use of IT for asset utilization 3 * 2 6 
S. Effective use of IT for growth 4 * 4 16 
T. Effective use of IT for business flexibility 3 * 4 12 
Importance Total: 15 Total: 54 
Calculate IT Governance performane: (Total * 100) / (5 * importance Total) = 72 
 
IT Decisions Domains 
17. Can you fill the matrix below? It is developed by Weil and Ross, the question how key 
decisions are made within BAT is answered after the matrix is completed (Additional 
information and explanation regarding this assessment can be read within Appendix A) 
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 Input Decision Input Decision Input Decision Input Decision Input Decision 
Business 
Monarchy 
      X X   
IT Monarchy X X X X X X    X 
Federal         X  
IT duopoly           
Feudal           
Anarchy           
Don’t Know           
 
Implementation Mechanisms 
18. How is IT Governance implemented within BAT ; what are the structures, processes, and 
supporting structures? (This takes the Weil and Ross framework and converts it into an 
operational structure) 
 
 Decision making structures: Who is responsible, who is accountable. (Typically 
Councils, Committees, and their interrelationships, budgeting and approval 
processes, and so on) 
 Alignment Processes: Making sure decisions achieve the desired outcome. (Typically 
the IT organization as a whole, Service Level Agreements (SLA's), metrics, and so on) 
 Communication Approaches: Disseminates information about governance processes 
and individual responsibilities to those who need to know. (Meetings, documented 
procedures, portals, and so on) 
 
Decision making structures & Communication Approaches 
IT resource allocations go through a gate system of approval, so it’s hardly surprisingly that there 
are a number of decision-making and review committees, forums and bodies. You may be directly 
involved with some of these bodies, others you will need to be aware of as their decisions may 
affect your day-to-day work. The picture below gives you an overview of the main bodies, their 
role and how often they meet. For detailed description of the individual committees or other 
related things to the picture, see chapter 4: Who’s who & does what form the Bat IT Governance 
Handbook 
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Alignment Processes 
The IT Governance Cycle gives an overview of the high level alignment proces within BAT. See picture 
below, for detailed description off all icludeded processes, see chapter 5: Process Flowchartsof the 
Bat IT Governance Handbook. 
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General 
19. Do you have feedback on this interview? What is useful and what needs to be adjusted 
within your opinion 
 
Yes, it is a very interesting subject. I have never give attention to theoretical IT Governance 
frameworks, but always work with this subject within real life. This is the first time I study 
theoretical background information. The interview set-up is very good, also smart that you 
recording the interview with your phone. 
 
20. Do I forgot some important things? Have you recommendations for the next interview? 
It is interesting to see the IT Governance in the context of the different layers of an 
organization. By example BAT has an Global, Regional and Local organization. This all has an 
strong link with each other, on the other hand it has some differences mutually. Off course 
this depends on the size of an organization. Maybe you can focus also on this subject? 
 
Interview HR Manger BAT Netherlands 
 
Conducted Date: 28-6-2016 
Duration: 60 minutes 
Organization: British American Tobacco (BAT) 
Name interviewee: Frederique Griffioen 
Position: HR Manager 
Strategy
QPR3, AP1
Co Plan
QPR2, AP3
QPR1, AP2
 ITS/IT Del/
ITD Pre SOP
 Project Portfolio
 CRB
 Tax Treasury & 
Compliance Cttee
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 Project Portfolio
 CRB
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Compliance Cttee
 TRM
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 CRB
 Tax Treasury & 
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 TRM ITLT
ITLT
ITLT
S&
O
P2
S&
O
P3
S&
O
P1
Governance Cycle
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Size organization in amount employees: 50000 Global/ 800 for BNLX 
Amount organization turnover: turnover 41 billion and profit 7 billion (British pounds) 
The purpose of this assessment is to map the four theoretical key cultural differences between an 
Anglo-Saxon and Rhenish organization to your organization. In addition, the existing OCAI questions 
are included, this is to create a complete overview regarding the existing culture of your 
organization. 
Introduction 
1. How long have you been working for BAT?  
  6 years in total, but not consecutive. 
2. What is you role in the organization? 
 
HR Manager, at this moment interim 
 
3. What are your responsibilities in HR within BAT?  
 
Responsible for HR department BAT Netherlands 
 
Organizational Culture Assessment Instrument (6 questions) 
 
7. Dominant Characteristics 
 
   
A The organization is a very personal place. It is like an extended family. People seem to share a lot 
of themselves. 
10 
B The organization is a very dynamic entrepreneurial place. People are willing to stick their necks 
out and take risks. 
10 
C The organization is very results oriented. A major concern is with getting the job done. People 
are very competitive and achievement oriented. 
50 
D The organization is a very controlled and structured place. Formal procedures generally govern 
what people do. 
30 
 Total 100 
 
 
8. Organizational Leadership 
 
   
A The leadership in the organization is generally considered to exemplify mentoring, facilitating, or 
nurturing. 
5 
B The leadership in the organization is generally considered to exemplify entrepreneurship, 
innovating, or risk taking. 
5 
C The leadership in the organization is generally considered to exemplify a no-nonsense, 
aggressive, results-oriented focus. 
80 
D The leadership in the organization is generally considered to exemplify coordinating, organizing, 
or smooth-running efficiency. 
10 
 Total 100 
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9. Management of Employees 
 
   
A The management style in the organization is characterized by teamwork, consensus, and 
participation. 
5 
B The management style in the organization is characterized by individual risk-taking, innovation, 
freedom, and uniqueness. 
5 
C The management style in the organization is characterized by hard driving competitiveness, high 
demands, and achievement. 
80 
D The management style in the organization is characterized by security of employment, 
conformity, predictability, and stability in relationships. 
10 
 Total 100 
 
10. Organization Glue 
 
   
A The glue that holds the organization together is loyalty and mutual trust. Commitment to this 
organization runs high. 
5 
B The glue that holds the organization together is commitment to innovation and development. 
There is an emphasis on being on the cutting edge. 
5 
C The glue that holds the organization together is the emphasis on achievement and goal 
accomplishment. Aggressiveness and winning are common themes. 
70 
D The glue that holds the organization together is formal rules and policies. Maintaining a smooth-
running organization is important. 
20 
 Total 100 
 
11. Strategic Emphases 
 
   
A The organization emphasizes human development. High trust, openness, and participation 
persist. 
5 
B The organization emphasizes acquiring new resources and creating new challenges. Trying new 
things and prospecting for opportunities are valued. 
5 
C The organization emphasizes competitive actions and achievement. Hitting stretch targets and 
winning in the marketplace are dominant. 
80 
D The organization emphasizes permanence and stability. Efficiency, control and smooth 
operations are important. 
10 
 Total 100 
 
12. Criteria of Success 
 
   
A The organization defines success on the basis of the development of human resources, 
teamwork, employee commitment, and concern for people. 
10 
B The organization defines success on the basis of having the most unique or newest products. It is 
a product leader and innovator. 
10 
C The organization defines success on the basis of winning in the marketplace and outpacing the 
competition. Competitive market leadership is key. 
70 
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D The organization defines success on the basis of efficiency. Dependable delivery, smooth 
scheduling and low-cost production are critical. 
10 
 Total 100 
 
 
Anglo-Saxon and Rhenish model culture differences 
 
13. Key culture differences 
 
The table below shows the key culture differences between the Anglo-Saxon and Rhenish model 
organizations. Can you choose one for each named key difference within the table below, if it is 
applicable for BAT? If none is applicable, describe the way the cultural aspect is at this moment 
within BAT. 
 
 
Key differences Anglo-Saxon model Rhenish model BAT 
similarities/deviations 
Work motivation The motivation to work is 
mainly: money (more than 
exploiting the professional 
expertise). 
Most important is the quality; 
the motivation is value added 
The motivation to 
work is mainly: money 
(more than exploiting 
the professional 
expertise). 
Trust Lack of mutual trust is 
controlled by legal contracts 
(judicialization of business) 
Lack of trust is controlled with 
an excess of rules, guidelines 
and procedures 
(bureaucratization of business) 
Lack of mutual trust is 
controlled by legal 
contracts 
(judicialization of 
business) 
Work productivity 
 
Very high, but hardly free time 
and holidays (two weeks) and 
poor unemployed. 
Very high, and many leisure and 
'wealthy' unemployed. 
Very high, but hardly 
free time and holidays 
(two weeks) and poor 
unemployed. 
Leadership The manager decided Who’s has the knowledge 
decides 
The manager decided 
 
 
14. Do you have feedback on this interview? What is useful and what needs to be adjusted 
within your opinion 
 
The OCAI questions are known by me, it is very useful to identify the culture of an 
organization. The key culture differences between Anglo-Saxon- and Rhenish model are clear 
and within my opinion correct. I have no adjustments at this moment. 
 
15. Do I forgot some important things? Have you recommendations for the next interview? 
 
At this moment the organization culture within BAT Global is evolving in relation to BAT 
local. That means that some culture aspects are disappearing local and replaced by global 
culture, this is a complex process that will take some time and changes within the local 
organization. This is affecting the OCAI questions and making them correct at this moment, 
but tomorrow they could be different. Maybe you can also include this knowledge within 
your interview? 
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Appendix 4: Interviews Sent Waninge Trucks 
Interview HR Manger Sent Waninge Trucks 
 
Conducted Date: 18-9-2017 
Duration: 90 minutes 
Organization: Sent Waninge Trucks 
Name interviewee: Marije Boomgaardt 
Position: HR Manager 
Size organization in amount employees: 200 
Amount organization turnover: 55 Million euro 
 
The purpose of this assessment is to map the four theoretical key cultural differences between an 
Anglo-Saxon and Rhenish organization to your organization. In addition, the existing OCAI questions 
are included, this is to create a complete overview regarding the existing culture of your 
organization. 
Introduction 
1. How long have you been working for the organization?  
3 years 
2. What is you role in the organization?  
HR Manager 
3. What are your responsibilities in HR within the organization? 
Responsible for HR department Sent Waninge Holding 
4. What is your age? 
39 
5. Are you a male or female? 
Female 
6. Are you working full- or part time? 
Part time, 3 days 
7. What is your highest education? 
Bachelor, human resource management 
Organization Culture 
8. What’s one thing you would change about the organization if you could? 
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The way how the organization are see the most things like people, some departments, etc. Not as 
costs’ but as added value. For example the hours clocking module is never being implemented, 
for some reason the management are not seeing the benefits. 
9. What causes conflict, and how is conflict resolved? 
Uncertainties regarding responsibilities and roles. Most of the time the organization thinks they 
are a little grocery shop on the corner, this is the way the family organization thinks a time ago 
and often also. Meanwhile it is a large company with 200 people. 
10. What makes you proud to work at this organization? 
That I see results of the work last years, people are appreciate things at this moment. Meanwhile 
this was not possible some years ago. For example: a manager of a site sees that an employee 
are less ill then in the past, that is the result of being more interested to the employee.  
11. What kinds of people seem to succeed in this organization? 
 
People that are critical and daring to give feedback to the management. 
 
12. Do the organization different departments ever collaborate with one another? 
 
Yes, in particular the holding departments like Finance, IT, HR. Also the garages from the 
different sites are collaborate with each other. For example the warehouses of each garage are 
using each other’s parts. There is a shuttle bus that delivers on demand between the warehouses. 
 
 
Organizational Culture Assessment Instrument (6 questions) 
 
13. Dominant Characteristics 
 
   
A The organization is a very personal place. It is like an extended family. People seem to share a lot 
of themselves. 
25 
B The organization is a very dynamic entrepreneurial place. People are willing to stick their necks 
out and take risks. 
25 
C The organization is very results oriented. A major concern is with getting the job done. People 
are very competitive and achievement oriented. 
25 
D The organization is a very controlled and structured place. Formal procedures generally govern 
what people do. 
25 
 Total 100 
 
14. Organizational Leadership 
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A The leadership in the organization is generally considered to exemplify mentoring, facilitating, or 
nurturing. 
50 
B The leadership in the organization is generally considered to exemplify entrepreneurship, 
innovating, or risk taking. 
5 
C The leadership in the organization is generally considered to exemplify a no-nonsense, 
aggressive, results-oriented focus. 
25 
D The leadership in the organization is generally considered to exemplify coordinating, organizing, 
or smooth-running efficiency. 
20 
 Total 100 
 
15. Management of Employees 
 
   
A The management style in the organization is characterized by teamwork, consensus, and 
participation. 
10 
B The management style in the organization is characterized by individual risk-taking, innovation, 
freedom, and uniqueness. 
5 
C The management style in the organization is characterized by hard driving competitiveness, high 
demands, and achievement. 
10 
D The management style in the organization is characterized by security of employment, 
conformity, predictability, and stability in relationships. 
75 
 Total 100 
 
16. Organization Glue 
 
   
A The glue that holds the organization together is loyalty and mutual trust. Commitment to this 
organization runs high. 
70 
B The glue that holds the organization together is commitment to innovation and development. 
There is an emphasis on being on the cutting edge. 
5 
C The glue that holds the organization together is the emphasis on achievement and goal 
accomplishment. Aggressiveness and winning are common themes. 
10 
D The glue that holds the organization together is formal rules and policies. Maintaining a smooth-
running organization is important. 
15 
 Total 100 
 
17. Strategic Emphases 
 
   
A The organization emphasizes human development. High trust, openness, and participation 
persist. 
50 
B The organization emphasizes acquiring new resources and creating new challenges. Trying new 
things and prospecting for opportunities are valued. 
10 
C The organization emphasizes competitive actions and achievement. Hitting stretch targets and 
winning in the marketplace are dominant. 
10 
D The organization emphasizes permanence and stability. Efficiency, control and smooth 
operations are important. 
30 
 Total 100 
 
18. Criteria of Success 
66 
 
 
   
A The organization defines success on the basis of the development of human resources, 
teamwork, employee commitment, and concern for people. 
30 
B The organization defines success on the basis of having the most unique or newest products. It is 
a product leader and innovator. 
5 
C The organization defines success on the basis of winning in the marketplace and outpacing the 
competition. Competitive market leadership is key. 
25 
D The organization defines success on the basis of efficiency. Dependable delivery, smooth 
scheduling and low-cost production are critical. 
40 
 Total 100 
 
Anglo-Saxon and Rhenish model culture differences 
19. Key culture differences 
 
The table below shows the key culture differences between the Anglo-Saxon and Rhenish model 
organizations. Can you choose one for each named key difference within the table below, if it is 
applicable for your organization? If none is applicable, describe the way the cultural aspect is at 
this moment within your organization. 
 
Key differences Anglo-Saxon model Rhenish model similarities/deviations 
Work motivation The motivation to work is 
mainly: money (more than 
exploiting the professional 
expertise). 
Most important is the quality; 
the motivation is value added 
Most important is the 
quality; the 
motivation is value 
added 
Trust Lack of mutual trust is 
controlled by legal contracts 
(judicialization of business) 
Lack of trust is controlled with 
an excess of rules, guidelines 
and procedures 
(bureaucratization of business) 
Lack of trust is 
controlled with an 
excess of rules, 
guidelines and 
procedures 
(bureaucratization of 
business) 
Work productivity 
 
Very high, but hardly free time 
and holidays (two weeks) and 
poor unemployed. 
Very high, and many leisure and 
'wealthy' unemployed. 
Very high, and many 
leisure and 'wealthy' 
unemployed. 
Leadership The manager decided Who’s has the knowledge 
decides 
Who’s has the 
knowledge decides 
 
 
 
20. Do you have feedback on this interview? What is useful and what needs to be adjusted 
within your opinion 
IT is useful and interesting, at this moment I have no adjustments to existing interview. 
21. Do I forgot some important things? Have you recommendations for the next interview? 
No, the interview is complete. For me it is difficult to give some answers, because many 
situations are temporarily and are going to change soon. So we are in an intermediate phase 
often. 
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Appendix 5: Interviews Sent Waninge Logistics 
Interview HR Manger Sent Waninge Logistics 
 
Conducted Date: 18-9-2017 
Duration: 90 minutes 
Organization: Sent Waninge Logistics 
Name interviewee: Marije Boomgaardt 
Position: HR Manager 
Size organization in amount employees: 230 
Amount organization turnover: 35 Million euro 
 
The purpose of this assessment is to map the four theoretical key cultural differences between an 
Anglo-Saxon and Rhenish organization to your organization. In addition, the existing OCAI questions 
are included, this is to create a complete overview regarding the existing culture of your 
organization. 
Introduction 
1. How long have you been working for the organization?  
3 years 
2. What is you role in the organization?  
HR Manager 
3. What are your responsibilities in HR within the organization? 
Responsible for HR department Sent Waninge Holding 
4. What is your age? 
39 
5. Are you a male or female? 
Female 
6. Are you working full- or part time? 
Part time, 3 days 
7. What is your highest education? 
Bachelor, human resource management 
Organization Culture 
8. What’s one thing you would change about the organization if you could? 
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More collaboration between each other, there are three different transport organizations that 
are work often for their own sub-organization. They do often the same things twice and can work 
more efficiently together. 
9. What causes conflict, and how is conflict resolved? 
Uncertainties regarding responsibilities and roles. Most of the time the organization thinks they 
are a little grocery shop on the corner, this is the way the family organization thinks a time ago 
and often also. Meanwhile it is a large company with 200 people. 
10. What makes you proud to work at this organization? 
Difficult question for transport, sometimes there is progression in seeing the added value of some 
investments. Like clocking module and tablets on the trucks. All the trucks have a tablet and 
computer on board, to register all details of the driver and track. So the planner at the office 
exactly can support the transport process. But the process is going very slowly between the 
different transport organizations. 
11. What kinds of people seem to succeed in this organization? 
 
People that are quit and listen to the management. 
 
12. Do the organization different departments ever collaborate with one another? 
 
The holding departments like Finance, IT, HR. The different transport organization are mostly 
working for their own organization. 
 
Organizational Culture Assessment Instrument (6 questions) 
 
13. Dominant Characteristics 
 
   
A The organization is a very personal place. It is like an extended family. People seem to share a lot 
of themselves. 
10 
B The organization is a very dynamic entrepreneurial place. People are willing to stick their necks 
out and take risks. 
5 
C The organization is very results oriented. A major concern is with getting the job done. People 
are very competitive and achievement oriented. 
65 
D The organization is a very controlled and structured place. Formal procedures generally govern 
what people do. 
20 
 Total 100 
 
14. Organizational Leadership 
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A The leadership in the organization is generally considered to exemplify mentoring, facilitating, or 
nurturing. 
10 
B The leadership in the organization is generally considered to exemplify entrepreneurship, 
innovating, or risk taking. 
5 
C The leadership in the organization is generally considered to exemplify a no-nonsense, 
aggressive, results-oriented focus. 
60 
D The leadership in the organization is generally considered to exemplify coordinating, organizing, 
or smooth-running efficiency. 
25 
 Total 100 
 
15. Management of Employees 
 
   
A The management style in the organization is characterized by teamwork, consensus, and 
participation. 
5 
B The management style in the organization is characterized by individual risk-taking, innovation, 
freedom, and uniqueness. 
5 
C The management style in the organization is characterized by hard driving competitiveness, high 
demands, and achievement. 
15 
D The management style in the organization is characterized by security of employment, 
conformity, predictability, and stability in relationships. 
75 
 Total 100 
 
16. Organization Glue 
 
   
A The glue that holds the organization together is loyalty and mutual trust. Commitment to this 
organization runs high. 
55 
B The glue that holds the organization together is commitment to innovation and development. 
There is an emphasis on being on the cutting edge. 
5 
C The glue that holds the organization together is the emphasis on achievement and goal 
accomplishment. Aggressiveness and winning are common themes. 
10 
D The glue that holds the organization together is formal rules and policies. Maintaining a smooth-
running organization is important. 
30 
 Total 100 
 
17. Strategic Emphases 
 
   
A The organization emphasizes human development. High trust, openness, and participation 
persist. 
30 
B The organization emphasizes acquiring new resources and creating new challenges. Trying new 
things and prospecting for opportunities are valued. 
10 
C The organization emphasizes competitive actions and achievement. Hitting stretch targets and 
winning in the marketplace are dominant. 
10 
D The organization emphasizes permanence and stability. Efficiency, control and smooth 
operations are important. 
50 
 Total 100 
 
18. Criteria of Success 
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A The organization defines success on the basis of the development of human resources, 
teamwork, employee commitment, and concern for people. 
20 
B The organization defines success on the basis of having the most unique or newest products. It is 
a product leader and innovator. 
5 
C The organization defines success on the basis of winning in the marketplace and outpacing the 
competition. Competitive market leadership is key. 
5 
D The organization defines success on the basis of efficiency. Dependable delivery, smooth 
scheduling and low-cost production are critical. 
70 
 Total 100 
 
Anglo-Saxon and Rhenish model culture differences 
19. Key culture differences 
 
The table below shows the key culture differences between the Anglo-Saxon and Rhenish model 
organizations. Can you choose one for each named key difference within the table below, if it is 
applicable for your organization? If none is applicable, describe the way the cultural aspect is at 
this moment within your organization. 
 
Key differences Anglo-Saxon model Rhenish model similarities/deviations 
Work motivation The motivation to work is 
mainly: money (more than 
exploiting the professional 
expertise). 
Most important is the quality; 
the motivation is value added 
Most important is the 
quality for the 
separate transport 
organization 
Trust Lack of mutual trust is 
controlled by legal contracts 
(judicialization of business) 
Lack of trust is controlled with 
an excess of rules, guidelines 
and procedures 
(bureaucratization of business) 
Lack of trust is not 
controlled between 
separate transport 
organizations 
Work productivity 
 
Very high, but hardly free time 
and holidays (two weeks) and 
poor unemployed. 
Very high, and many leisure and 
'wealthy' unemployed. 
Very high, and many 
leisure and 'wealthy' 
unemployed. 
Leadership The manager decided Who’s has the knowledge 
decides 
The manager decided 
 
 
20. Do you have feedback on this interview? What is useful and what needs to be adjusted 
within your opinion 
No, it is complete 
21. Do I forgot some important things? Have you recommendations for the next interview? 
No, the same answer as for Sent Waninge Trucks is applicable 
 
 
 
 
 
Interview IT Manger Sent Waninge Trucks 
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Conducted Date: 20-9-2017 
Duration: 90 minutes 
Organization: Sent Waninge Trucks 
Name and Role interviewee: Dennie de Lange 
Organization in amount employees: 200 
IT organization in amount employees: 3 
Amount organization turnover/profit: 55 Million euro 
Amount IT budget IT organization:  
Introduction 
1. How long have you been working for BAT?  
 
16 Years 
 
2. What is you role in the organization?  
IT Manager 
3. What are your responsibilities in IT Governance within Sent Waninge? 
Responsible for IT Governance within the organization 
IT Governance 
4. How would you define IT Governance?  
The rules that enables the organization to manage IT 
5. How is IT Governance changed within the organization since 3 year back?  
From no rules to basic rules 
6. Do you believe that there is a clear and defined IT Governance at the organization today? 
No, there is no defined IT Governance within Sent Waninge. The Director and IT Manager decided 
almost everything regarding IT. 
7. Do you believe that there is confidence for IT Governance at the organization and if so 
why/why not? 
No, the whole organization adopt the decisions from the director and IT manager 
8. What effect has IT Governance within your organization in terms of: 
A. The way IT manages resources? 
B. Ensuring that projects are not overdue? 
C. The collaboration with other departments/units to achieve business goals? 
The resources are decided by the director and nobody else, the projects are managed also by the 
director and IT manager and they are responsible for the deadlines. Collaboration between 
departments are sometimes good and sometimes bad. It depends on which department. For 
example Finance and HR are collaborate very good, meanwhile transport planning and the 
garage are not collaborate good. 
72 
 
9. Does the organization use tools for measuring IT Governance performance and maturity? 
No, there is no tool available to measure IT Governance 
IT Organization 
10. Do you believe that there are clear responsibilities within the organization? 
No, that is not available. The management decided without clear rules. 
11. What are the current problem areas within IT? 
It is ad hoc and there is no structure and clear processes 
IT and the business 
12. How integrated do you think IT is with the rest of the business? 
It is a separate department that is needed, but not integrated within business 
13. Do you believe IT meets the business needs and, if so, how? 
For some areas yes, for example we have developed a CRM application for the sales department 
and portal for transport/planning department that can used by customers to place orders. 
IT investments 
14. In general, do you see any tendency in that IT investments often exceed costs/or resources? 
No, the financial part is something out of my scope. It belongs to the financial director.  
15. Are IT investments evaluated? If so, how and are the IT investments benefits measured? 
No, see the answer on question 14. 
A Quick performance assessment 
16. Can you conduct the quick assessment of your IT Governance within the organization 
below? IT is developed by Weill and Ross (Additional information and explanation regarding 
this assessment can be read within Appendix A) 
Question 1: How important are the following outcomes of your IT Governance on a scale from 1 (not 
important) to 5 (very important)? 
Question 2: What is the influence of the IT Governance in your business on the following measures of 
success on a scale from 1 (not successful) to 5 (very successful)? 
 Question 1  Question 2  
A. Cost effective use of IT 4 * 2 8 
B. Effective use of IT for asset utilization 2 * 2 4 
C. Effective use of IT for growth 3 * 3 9 
D. Effective use of IT for business flexibility 3 * 3 9 
Importance Total: 12 Total: 30 
Calculate IT Governance performane: (Total * 100) / (5 * importance Total) = 42,8 
 
IT Decisions Domains 
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17. Can you fill the matrix below? It is developed by Weil and Ross, the question how key 
decisions are made within Sent Waninge is answered after the matrix is completed 
(Additional information and explanation regarding this assessment can be read within 
Appendix A) 
 Decision Domain Mo
re           C
EN
TR
A
LIZED
               Less 
IT Principles IT Architecture IT 
infrastructure 
Strategies 
Business 
Application 
Needs 
IT Investment 
G
o
ve
rn
an
ce
 A
rc
he
ty
pe
 
 Input Decision Input Decision Input Decision Input Decision Input Decision 
Business 
Monarchy 
 X      X X X 
IT Monarchy X  X X X X X    
Federal           
IT duopoly           
Feudal           
Anarchy           
Don’t Know           
 
Implementation Mechanisms 
18. How is IT Governance implemented within Sent Waninge; what are the structures, 
processes, and supporting structures? (This takes the Weil and Ross framework and converts 
it into an operational structure) 
 
 Decision making structures: Who is responsible, who is accountable. (Typically 
Councils, Committees, and their interrelationships, budgeting and approval 
processes, and so on) 
 Alignment Processes: Making sure decisions achieve the desired outcome. (Typically 
the IT organization as a whole, Service Level Agreements (SLA's), metrics, and so on) 
 Communication Approaches: Disseminates information about governance processes 
and individual responsibilities to those who need to know. (Meetings, documented 
procedures, portals, and so on) 
` The director an IT manager are responsible and making the decisions. There is no process. 
General 
19. Do you have feedback on this interview? What is useful and what needs to be adjusted 
within your opinion 
No, it is a good interview. 
20. Do I forgot some important things? Have you recommendations for the next interview? 
No, at this moment all relevant questions are asked. 
 
Interview IT Manger Sent Waninge Logistics 
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Conducted Date: 20-9-2017 
Duration: 90 minutes 
Organization: Sent Waninge Logistics 
Name and Role interviewee: Dennie de Lange 
Organization in amount employees: 230 
IT organization in amount employees: 3 
Amount organization turnover/profit: 35 Million euro/ 1 million euro 
Amount IT budget IT organization:  
Introduction 
1. How long have you been working for BAT?  
16 years 
2. What is you role in the organization?  
IT Manager 
3. What are your responsibilities in IT Governance within Sent Waninge? 
Responsible for IT Governance within the organization 
IT Governance 
4. How would you define IT Governance?  
The rules that enables the organization to manage IT 
5. How is IT Governance changed within the organization since 3 year back?  
From no rules to basic rules 
6. Do you believe that there is a clear and defined IT Governance at the organization today? 
No, there is no defined IT Governance within Sent Waninge. The Director decided almost 
everything regarding IT. 
7. Do you believe that there is confidence for IT Governance at the organization and if so 
why/why not? 
No, the whole organization adopt the decisions from the director 
8. What effect has IT Governance within your organization in terms of: 
A. The way IT manages resources? 
B. Ensuring that projects are not overdue? 
C. The collaboration with other departments/units to achieve business goals? 
The resources are decided by the director and nobody else, the projects are managed also by the 
director and IT manager and they are responsible for the deadlines. Collaboration between 
departments are sometimes good and sometimes bad. It depends on which department. For 
example Finance and HR are collaborate very good, meanwhile transport planning and the 
garage are not collaborate good. 
9. Does the organization use tools for measuring IT Governance performance and maturity? 
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No, there are no tools 
IT Organization 
10. Do you believe that there are clear responsibilities within the organization? 
Yes, almost everything that has something to do with IT is responsibility of IT Manager, except 
the financial area. 
11. What are the current problem areas within IT? 
It is ad hoc and there is no structure and clear processes 
IT and the business 
12. How integrated do you think IT is with the rest of the business? 
It is a separate department that is needed, but not integrated within business 
13. Do you believe IT meets the business needs and, if so, how? 
For some areas yes, for example we have developed a CRM application for the sales department 
and portal for transport/planning department that can used by customers to place orders.  
IT investments 
14. In general, do you see any tendency in that IT investments often exceed costs/or resources? 
No, that out of my scope 
15. Are IT investments evaluated? If so, how and are the IT investments benefits measured? 
No, never. 
 
A Quick performance assessment 
16. Can you conduct the quick assessment of your IT Governance within the organization 
below? IT is developed by Weill and Ross (Additional information and explanation regarding 
this assessment can be read within Appendix A) 
Question 1: How important are the following outcomes of your IT Governance on a scale from 1 (not 
important) to 5 (very important)? 
Question 2: What is the influence of the IT Governance in your business on the following measures of 
success on a scale from 1 (not successful) to 5 (very successful)? 
 Question 1  Question 2  
E. Cost effective use of IT 4 * 2 8 
F. Effective use of IT for asset utilization 2 * 3 6 
G. Effective use of IT for growth 4 * 3 12 
H. Effective use of IT for business flexibility 4 * 4 16 
Importance Total: 14 Total: 42 
Calculate IT Governance performane: (Total * 100) / (5 * importance Total) = 60 
 
IT Decisions Domains 
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17. Can you fill the matrix below? It is developed by Weil and Ross, the question how key 
decisions are made within Sent Waninge is answered after the matrix is completed 
(Additional information and explanation regarding this assessment can be read within 
Appendix A) 
 Decision Domain Mo
re           C
EN
TR
A
LIZED
               Less 
IT Principles IT Architecture IT 
infrastructure 
Strategies 
Business 
Application 
Needs 
IT Investment 
G
o
ve
rn
an
ce
 A
rc
he
ty
pe
 
 Input Decision Input Decision Input Decision Input Decision Input Decision 
Business 
Monarchy 
          
IT Monarchy X  X  X  X  X  
Federal  X  X  X  X  X 
IT duopoly           
Feudal           
Anarchy           
Don’t Know           
 
Implementation Mechanisms 
18. How is IT Governance implemented within Sent Waninge; what are the structures, 
processes, and supporting structures? (This takes the Weil and Ross framework and converts 
it into an operational structure) 
 
 Decision making structures: Who is responsible, who is accountable. (Typically 
Councils, Committees, and their interrelationships, budgeting and approval 
processes, and so on) 
 Alignment Processes: Making sure decisions achieve the desired outcome. (Typically 
the IT organization as a whole, Service Level Agreements (SLA's), metrics, and so on) 
 Communication Approaches: Disseminates information about governance processes 
and individual responsibilities to those who need to know. (Meetings, documented 
procedures, portals, and so on) 
` The director an IT manager are responsible and making the decisions. There is no process. 
General 
19. Do you have feedback on this interview? What is useful and what needs to be adjusted 
within your opinion 
It is useful and it is giving something to think about. 
20. Do I forgot some important things? Have you recommendations for the next interview? 
No, it is clear for me 
 
